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Abstract
Using the Volunteer Function Inventory (Clary et al., 1998), this descriptive
research study gathered mean, median, and mode data of 42 United4Hope Church
Coordinators (UCC) to further understand why each UCC had chosen to volunteer. This
study is significant for U4H since these critical leaders provide leadership without
traditional power sources and lead volunteers who can freely choose whether or not to
follow.
When applying Clary et al.’s (1998) 6-factor clusters, data showed that values (a
means to express one’s altruistic and humanitarian values) motivation factors were the
most significant factor across the group. This factor was followed by the understanding
factor (a way to gain knowledge, skills, and abilities), and the social factor (a way to
develop and strengthen social ties was also prevalent.
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Introduction
Many communities, civic, and governmental organizations report significant
deficits in the number of volunteers available to meet their needs. These organizations
require and use volunteers to accomplish their social missions. Blackwood (2012)
established that more than 2.3 million nonprofit organizations need a volunteer
workforce. This necessary human capital would have an estimated dollar value of nearly
$300 billion. Unfortunately, the number of volunteers, one-fourth of Americans age 16
and over (BLS, 2003), is insufficient to support these needs (Independent Sector
Research, 2005; Salas, 2009). The US Bureau of Labor Statistics (2016) quantifies this
amount to estimate 63 million people, 26.8% of the population, contributing a median of
50 hours. Salas (2009) concludes that the supply of volunteer labor is enough to meet
organizations’ demands, with recent reports showing a decrease.
So, here lies the challenge. According to Cnaan and Cascio (1999); Omoto and
Snyder (1995); Penner and Finkelstein (1998; Okun and Eisenberg (1996), one of the
most significant challenges is ensuring that volunteers have a healthy motivation-driven
engagement (MDE) and remain satisfied and committed enough to stay in much-needed
positions in community programs. Studies of volunteerism have revealed crucial
components needed to reach this goal.
According to Omoto and Snyder (2002), sustained volunteer help could be
prolonged through (a) volunteers feeling good about the meaning of their volunteer work,
(b) the nonprofit organization being able to have stable programs and save resources on
recruitment, selection, training, and supervision, and (c) recipients benefitting from these
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stable programs, implemented by motivated volunteers with whom they can eventually
develop friendships, thus gaining access and connections to natural support networks.
Further, this increase in demand for volunteers and recent conclusions concerning
why and how volunteers serve have emerged as worthy of deeper study. Penner (2002)
defines volunteerism as long-term, planned, prosocial behaviors that benefit strangers and
occur within an organizational setting. He established four essential attributes of
volunteerism. First, longevity marks volunteerism: committing to an organization for an
extended period. A recent national survey of volunteerism in the United States
(Independent Sector, 1999) found that almost 50% of volunteers do so regularly, rather
than one-time basis. Another recent survey of volunteers found that more than 90%
wanted to engage in long-term volunteer activities. (VolunteerMatch, personal
communication, September 15, 2001). Additionally, a longitudinal study was managed by
Omoto and Snyder (1995), Penner & Finkelstein (1998), Penner & Fritzsche (1993).
They determined that many volunteers continue this activity for several years, once they
work as regular volunteers.
Secondly, volunteers utilize planning when considering their volunteer
obligations. For example, the work of Davis et al. (1999) suggested that before people
agree to volunteer, they thoughtfully consider the costs and benefits of engaging in this
action.
Thirdly, volunteerism allows for nonobligatory helping. Volunteers do not have a
personal obligation to a person. Omoto and Snyder (1995) supported this prosocial
behavior and showed that the recipients of a volunteer’s beneficence are either strangers
or an organization that serves them.
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Furthermore, finally, there is an organizational context for volunteerism.
According to the Independent Sector (1999), most volunteers, as high as 85%, work as
part of an organization. Additionally, plentiful research supports the following hallmarks
of volunteers: the more committed member takes on more significant risks and costs
(Snow & Soule, 2010), which can include devoting more time (Dorius & McCarthy,
2011), enduring physical or emotional hardship (Hirsch, 1990; McAdam, 1988; Wiltfang
& McAdam, 1991), forgoing future opportunities (Mische, 2001), persisting for more
extended periods (Downton & Wehr, 1997; Nepstad, 2004; Passy & Giugni, 2000), and
doing more of the work necessary to see organizations survive and succeed (Andrews et
al., 2010; Kanter, 1972).
Four indications evidence a satisfied volunteer base. First, volunteers feel good
about the meaning of their work. Next, non-profit organizations survive and provide
consistent programming because of conserved resources on recruitment, selection,
training. Also, supervision maintains the structure and vision of the organization.
Moreover, meaningfully developed relationships and support networks exist between
volunteers and recipients (Omoto & Snyder, 2002).
These contented volunteers boost the quality of services in charities and
congregations while reducing costs. Nevertheless, unfortunately, these organizations are
not always equipped to make the most of their volunteers. The current state of volunteer
management capacity (VMC) has been heavily researched by The UPS Foundation, the
Corporation for National and Community Service, the USA Freedom Corps and the
Urban Institute. Their findings can be summarized as follows.
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First, four out of five charities use volunteers; of the approximately 215,000
charities that filed Form 990 or 990EZ with the IRS in 2000 (required of those charities
with over $25,000 in annual gross receipts), an estimated 174,000 organizations use
volunteers.
Secondly, congregations, in particular, manage volunteers in social outreach. An
estimated 83% of the nation’s 380,000 congregations have some kind of social service,
community development, or neighborhood organizing project. Although most
congregations have social service outreach programs, most are involved as partners or
sponsors and do not manage volunteers themselves. However, a smaller percentage, one
in three congregations—an estimated 129,000 such organizations—have responsibility
for managing volunteers in social service outreach activities.
Next, charities and congregations are ready to take on more volunteers. More than
nine in ten organizations are prepared to take on more volunteers at their present
capacity, with a median of 20 new volunteers. Without any capacity enhancements,
charities could take on an estimated 3.4 million new volunteers, and congregational social
service outreach activities could take on an estimated 2.5 million new volunteers.
Conversely, according to Wisner et al. (2005), given the extent to which not-for-proﬁt
charitable service organizations depend on volunteers, designing a service delivery
system (SDS) that efﬁciently uses the skills and abilities of the volunteer, as well as helps
to create a volunteer work experience that motivates the volunteer to remain loyal to the
organization, remains a central challenge to non-proﬁt-service organizations.
Wisner et al. (2005) also addressed the challenges to developing a strong SDS.
The greatest challenge is an inability to dedicate staff resources for best practices in
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volunteer management. Also, even though volunteer management is considered a best
practice, people's resources and time are often limited. Wisner admitted that given the
extent to which not-for-proﬁt charitable service organizations depend on volunteers,
designing an SDS that efﬁciently uses the skills and abilities of the volunteer and that
helps to create a volunteer work experience that motivates the volunteer to remain loyal
to the organization is a central challenge to non-proﬁt-service organizations. Research
shows a positive connection between the presence of a trained volunteer coordinator
(VC) and an organization's capacity to take on additional volunteers. As staff time spent
on volunteer management increased, this study demonstrated that the adoption of
volunteer management practices increased.
Additionally, volunteers can feed off the benefits of these practices, and
organizations could justify the service of the VC. However, only three out of five
charities had a paid VC and only one out of three congregations. Furthermore, only onethird of all paid VCs had received formal training, and half of all VCs spent less than
30% of their time on volunteer coordination.
Ellis and Campbell (2005) have found that volunteer administration has become
much more professionalized since the latter part of the twentieth century. The increases in
added staff positions for VCs since 1960 support their finding. Groups of volunteers have
always looked to critical individuals to accomplish goals, and VCs serve this role. Ellis
and Campbell also realized that the role of a VC has evolved through the years. While
their vision used to be “find ‘em and use ‘em,” it has matured to a more forward-looking
view. However, one-third of the charities studied admitted to not formally recognizing
the efforts of their volunteers as a high-leverage management practice.
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The role of unpaid VCs, who have few financial incentives to motivate
volunteers, need not be ignored. They, too, must consider the intrinsic needs, motivations,
and goals of the volunteers they lead. Moreover, because they do not have the same
power structure of traditional forms of authority and reason inherent in paid positions,
volunteer leaders must connect with followers in other ways to be successful.
Specifically, they need to lead in a way that overcomes the challenges of leading without
traditional power sources and leading volunteers who can freely choose whether or not to
follow.
According to the research brief, Volunteering in America’s Faith-Based
Organizations (July 2009), charities and congregations are open to accumulating
volunteers, but challenges prevent them from doing so. Options for capacity-building
include creating more flexible work hours and making time slots for potential volunteers
with regular jobs. Also, the addition of a one-year, full-time volunteer with a living
stipend (e.g., AmeriCorps member) would bridge recruitment issues and find the right
kind of volunteer for money-strapped charities. Furthermore, those same charities need
the assistance of an intermediary, such as volunteer centers and other community
information resources, to link volunteers to them. They would also need avenues for
training staff on how to work with volunteers.
A sub-group of the charities, as mentioned earlier, would be faith-based
organizations (FBOs). Operation Andrew falls under this category. FBOs are the most
popular organizations through which volunteers serve. They were responsible for using
36% of America’s volunteers between 2006 and 2008. They contain the solid intrinsic
desire to make a difference by serving others and, in turn, help people in general and their

9

CREATING SUSTAINABLE VOLUNTEER PROGRAMS

community in particular. Religious beliefs, attitudes, and sentiments are a fertile source
of volunteer motivations.
The influence of religion in all its forms, most potent in the United States, has
been the focus of many studies of volunteerism. Einolf (2011b), in particular, coded these
narratives into six themes: considering religion a central part of their identity, having a
religious definition of morality, equating religion with helping others, feeling that God
has a mission for their lives, being inspired by Jesus’s sacrifice or example, and reporting
a significant change or gradual increase of religious faith over time. Four of the six
themes were positively related to helping others and are considered formidable
influencers on why people of faith commit to volunteering. The Corporation for National
and Community Service provided additional research on how FBOs form effective
collaborations within the faith community. FBOs report that they are highly dependent on
volunteers from congregations and are successful in retaining them.
Statistically, 91% of FBOs report that they recruit volunteers from congregations,
and 83% of congregations support social service, community development, or
neighborhood projects. Over 40% of volunteers serve through faith-based organizations.
Older adults are more likely to volunteer through religious organizations. Almost half
(47.0%) of volunteers aged 65 or more volunteer through faith-based organizations,
compared to less than a third (31.0%) volunteers aged 16-24. Black/African American
volunteers are the most likely to serve through FBOs. Almost half (47.1%) of
Black/African American volunteers serve primarily through FBOs, the most significant
proportion of any race or ethnicity. Still, generally speaking, all races and ethnicities are
more likely to help through faith-based organizations than any other type of organization.
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Youth who attend religious services regularly are almost twice as likely to volunteer
regularly. While 14% of youth (ages 12-18) who do not participate in religious services
regularly volunteer (12 or more hours/ year), 27% of youth attend religious services
almost every week volunteer regularly. FBOs set youth from disadvantaged backgrounds
on a pathway of service. Youth from challenging circumstances are less likely to
volunteer than others, but it is more likely to be through their religious congregation
(39% versus 33%) when they serve. They are also much more likely to report that they
are motivated by their religious or spiritual beliefs (48% compared to 36%) (Hager &
Brudney, 2004).
Regarding retention, 70% of volunteers continue serving from one year to the
next, the highest retention rate of any organization through which volunteers serve. This
data contrasts with the 35% of people who register with a non-FBO and leave before
finishing the year. Equally sobering is Chacon et al. (2007) and Hidalgo and Moreno’s
(2009) finding that these same volunteers have an average duration of only one and a half
years.
FBOs also recognize the need for VCs. For example, nearly half (46%) of
congregations with social service activities report that a one-year, full-time volunteer
with a living stipend and the responsibility of volunteer recruitment and management
would be helpful “to a great extent.”
Significance of the Study
Researchers Dailey (1986) and Pearce (1993) agree that much remains to be
learned about commitment in volunteer organizations and how it relates to the
organizational behaviors of volunteer workers. The author of this thesis concurs. As a
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long-time leader and practitioner in several FBOs, he determined that volunteers were
pivotal to the success of his 40 years of experience. He recollects that volunteer
recruitment was once a “call to action” and that getting the word out demanded various
messaging methods. As people stepped forward to volunteer, they were placed in a “rank
and file” based on their availability and the organization’s greatest need. Little
consideration was given to what motivated the volunteer, their skill sets, or a good role fit
for them within the FBO.
Additionally, experiences and approaches for retaining or increasing a volunteer’s
duration of service were not at the forefront of his agenda. At most, a cursory expression
of gratitude and a consistently friendly demeanor were sufficiently convincing to sustain
volunteers. Practically speaking, he knew not to overwork his volunteers and instead
capitalized on their intrinsic motivations to serve others by supplying plenty of
encouragement and enlisting the help of a volunteer manager.
While leadership practices developed in the business profit-making arena, they
were absent within his FBO community. Later in his career, he could explore and
implement what Jager et al. (2009) called “the phenomenon of leading without formal
power.” (P79). Specifically, this phenomenon presupposed that volunteer leaders must
motivate volunteers to choose to follow and consider the needs, motivations, and goals of
the volunteers they lead.
FBO leadership has also become aware of the other benefit of utilizing volunteers:
a revenue generator for the non-profit. Given the financial and operational structure of
charitable not-for-profit organizations, many, if not most, could not operate effectively
without volunteers. To deal with their volunteer force, organizations must thoroughly
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understand why people want to volunteer and determine whether or not they stop after a
while (Grube and Piliavin, 2000; Liao-Troth and Dunn,1999; Machin, 2009). Farmer and
Fedor (2001) confirm that the motives to join an organization as a volunteer differ.
Therefore, a well-developed organizational strategy regarding attracting, retaining, and
motivating volunteers should be adapted to the organization’s particular objectives
(Callen, 1994; Hartenian, 2007).
High rates of turnover are detrimental because they hinder the chance to provide
quality services. According to Elangovan (2001) and Allen and Mueller (2013), an
organization must know the root cause of turnover to counteract the effects of turnover.
Also, high turnover rates are critical when there is a need for volunteers with special
skills or intensive training. The absence of volunteers disrupts volunteer responsibilities
that require long-term commitments and the clients served by volunteers, creating a
shortage of qualified volunteers (Starnes &Wymer, 2000; Skoglund, (2006).
Scope
The scope of this study is to investigate the individual and organizational factors
that promote volunteer sustainability. A deep dive into functional analysis theory (FAT)
will unearth the necessity of motivation-driven engagement (MDE) as its primary
leverage toward successful implementation. In summary, the two major components will
be how to maintain and how to retain volunteers. Emphasis will not be placed on the
acquisition of volunteers, the development of a VC, other theories outside of FAT, nor
the financial benefits of volunteer acquisition.
More specifically, the following topics will be addressed:
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A. Why Studying Volunteerism is Important: More and more studies show that
helping others provides many benefits for those who offer the help (Piliavin,
2003). Some of these benefits have been described as happiness, life satisfaction,
subjective well-being (Meier & Stutzer, 2008; Thoits & Hewitt, 2001), having a
purpose in life, personal growth and control over one’s life and events,
psychological well-being (Bowman et al., 2010; Piliavin & Siegl, 2007; Schwartz
et al., 2009), but it remains unknown what specific variables are responsible for
all of these effects.
B. Who is the Prototypical Volunteer? Susan J. Ellis and Katherine Campbell,
authors of By the People – A History of Americans as Volunteers, defined
volunteering as “to choose to act in recognition of a need, with an attitude of
social responsibility and without concern for monetary profit, going beyond one’s
basic obligations” (P4). Contained within this definition are descriptors of a
prototypical volunteer, listed as follows: one who chooses, emphasizing the
element of free will; one who honors social responsibility, meaning purposeful
action that benefits others, whether individuals, small groups, or society at large
(allowing for possible benefits to oneself as well); one who goes without
monetary profit, meaning no personal economic gain, but allowing for some form
of reward or reimbursement (financial or other) that is not meant to equal the
value of the service given; and one who reaches beyond essential obligations,
meaning over and above what is necessary, unavoidable, required or generally
expected. These are all positive concepts in managing individuals who, according
to classic definitions, freely choose to help strangers, over time, within an
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organizational setting, and without any payment (Omoto and Snyder, 1995;
Penner, 2002).
C. What Motivates a Volunteer? More specific knowledge and a deeper
understanding of the motivation to volunteer could be helpful for the effective
placement of candidate volunteers into appropriate positions. Batson (1991);
Eisenberg (1986); Latane and Darley (1970); Piliavin et al. (1981) agreed and
have been long fascinated that an individual would make significant personal
sacrifices for another person, mainly when that person is a stranger. Benson et
al. (1980) coined this exemplary and somewhat different kind of helping as
planned helping (PH). PH is distinctive because it emphasizes planning,
sorting priorities, and corresponding a volunteer’s capabilities and interests
with how they will intervene. This measure is characterized by a volunteer’s
willingness to seek out opportunities to help others, deliberate extensively
about the what, where, when, and how of their volunteer experience, and
commit to an ongoing relationship that may be time-consuming and may
demand personal costs such as time, energy, and opportunity. Bekkers (2005);
Omoto et al. (2010) adds that in the past, studies have linked personality traits
to volunteerism, attributes such as extraversion or agreeableness.
D. Volunteer Motivational Theories: If sustainability is a driving concern, a
synthesis of the motivational functions of volunteers, understanding what
makes for a good volunteer organizational culture, and identifying effective
leadership practices that heighten the followership of volunteers would be
worthwhile. Further, many psychologists use motivational theories to explain
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volunteering. For example, in the field of volunteer management,
organizational commitment, satisfaction, and intention to remain are classic
theories and related concepts (Chacon et al., 2007; Davis et al., 2003; Hidalgo
and Moreno, 2009; Lammers, 1991; Salas, 2009; Vecina et al., 2010), while
engagement and well-being have been studied much less and never together.
1. Functional Analysis Theory (FAT): The best known of the theories, and
the emphasis of this thesis, adopts the functionalist view that reasons,
purposes, needs, goals, plans, and motivations impel actions. Clary (1998)
adds that “the essential message of the functional perspective is that it
encourages us to consider a wide range of personal and social motivations
that promote this form of sustained helping behavior. Moreover, in doing
so, the functional approach advances an interactionist position, as it argues
that important consequences follow from matching the motivations
characteristic of individuals to the opportunities afforded by their
environments.” FAT supports motivation-driven engagement (MDE) as its
primary leverage of successful implementations. Volunteer Function
Inventory (VFI) identifies a finite set of motives that volunteer work can
help satisfy. This VFI was administered as a survey to 90 VCs connected
to Operation Andrew and its programming. Details will be shared in the
methodology.
2. Values and Attitude Theory
3. Role Identity Theory
4. Social Identity Theory
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5. Expectancy Theory
6. Well Being Theory
E. Organizational Factors Impacting Volunteerism (Organizational Climate): Clary
et al. (1998) first recognized that
“People can be recruited into volunteer work by appealing to their
psychological functions/factors, that they will come to be satisfied
volunteers to the extent that they engage in volunteer work that serves
their psychological functions, and that they will plan to continue to serve
as volunteers to the extent that their service is serving their psychological
functions. (p.1517 )”
These factors are as follows:
1. Fostering Pride and Respect About the Volunteer Organization
2. Conveying to Volunteers that the Organization Invests and Cares for
Them
3. Developing a Sense of Community Among Volunteers
4. Offering Learning and Development Opportunities
5. Preventing Burnout
6. Designing Volunteer Tasks
7. Retaining Volunteers
Purpose of Study
Because of these trends in volunteer leadership and the need for further research,
this study aims to investigate the individual and organizational factors that promote
volunteer sustainability. The Functional Analysis Theory (FAT) was chosen as the
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primary and first lens for studying these factors. FAT has a history that spans over a
century (Angell, 1907; Dewey, 1896; James,1890). More recently, FAT has been utilized
to understand the motives behind volunteering (see Clary et al., 1998; Clary and Snyder,
1991, 1995, 1999; Clary, Snyder, and Ridge, 1992; Clary, Snyder, and Stukas, 1996;
Omoto and Snyder, 1995; Omoto, Snyder, and Berghuis, 1993; Snyder, 1993; Snyder,
Clary, and Stukas, 2000; Snyder and Omoto, 1992a, 1992b).
Clary and Snyder (1991) defined FAT as being “concerned with the reasons and
purposes that underlie and generate psychological phenomena—the personal and social
needs, plans, goals, and functions being served by people’s beliefs and their actions.”
(Houle et al.p.337). Accordingly, the central premise of functionalist theorizing is that
while different people can perform the same actions, these actions may serve various
psychological functions for different individuals. In other words, people may have similar
attitudes or engage in similar behavior, but these attitudes or behaviors may satisfy
different motivational functions. Davis, Hall, and Meyer (2003) argued that it is the
fulfillment of motives, rather than their importance, sustaining volunteerism (Van Dyne
& Farmer, 2004).
Central to FAT is the proposition that people continue volunteering if the
experience fulfills their reasons for helping (Clary, Snyder, Ridge, Copeland, et al., 1998;
Clary, Snyder, Ridge, Miene, and Haugen, 1994). Thus, FAT supports motivation-driven
engagement (MDE) as its primary leverage of successful implementation. Over time,
Operation Andrew will explore the premise of MDE as a viable option in strengthening
its volunteer recruitment and sustainability efforts.
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Research Questions
This study’s research questions are as follows:
1. What motivational factors contribute to the reasons someone volunteers to work
with United4hope?
2. How do the individual’s reasons for volunteering fall into Clary’s Volunteer
Function Inventory?
3. What contributes to volunteer satisfaction, loyalty and ultimately retention?
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Review of the Literature
This chapter examines the literature related to how leaders of volunteers can use
motivation-driven engagement (MDE) to manage volunteers. Specifically, a synthesis of
the literature reviewed will address the importance of capitalizing on a volunteer’s
motivation to ensure longevity and sustainability. As context, the importance of studying
volunteerism will be addressed, followed by a description of the prototypical volunteer
and summations of various volunteer motivational theories. The literature related to
functional analysis receives additional attention because of its strong support of MDE. It
fills a research gap that will be addressed through a survey analysis completed by
volunteer coordinators. Finally, a significant part of the review will address
organizational factors that positively impact volunteer recruitment and retention.
Who is The Prototypical Volunteer?
According to researchers Curtis, Grabb, and Baer (1992); Cnaan, Kasternakis, and
Wineburg (1993); Gerard (1985); Hettman and Jenkins (1990); Penner, Midili, and
Kegelmeyer (1997); Van Til (1988); Wilson and Musick (1997), attempts have been
made to identify the prototypical volunteer with mixed results. Gerard (1985); Hettman
and Jenkins (1990) were more specific and described this ideal volunteer as middle-aged,
middle-class, female, married, and with more than a high school education and dependent
school-age children. However, Wilson and Musick (1997) acknowledged mixed findings
regarding the typical community volunteer’s social characteristics compared to nonvolunteer workers. Even McAdam’s (1988) study of Freedom Summer Workers showed
distinct characteristics evidenced in established connections to relevant organizations and
self-selection when apprised of volunteer opportunities and strong encouragement to
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apply. In summary, Rosenberg and McCullough (1981) demonstrated that the belief that
they are needed or essential to other people is what matters to exemplar volunteers. That
need to matter accrued instrumental and socio-emotional rewards for the prototypical
volunteer (Smith, 1981). This research found that long-term volunteers felt that they had
a significant contribution to the organization and that a sense of well-being accompanied
their service.
What Motivates a Volunteer?
Clary et al. (1998) revealed a diversity in people’s motivations to practice
prosocial behaviors and sustain their involvement. Omoto and Snyder (1995) listed those
motivations as satisfaction with the activity, social support in the volunteer’s life outside
the activity, degree of integration in the organization, and a personality feature defined as
“disposition to help.” This phenomenon can be encapsulated as motive strength.
However, Omoto and Snyder (1995) realized that motive strength, rather than a helping
disposition, was positively related to persistence as a volunteer, particularly concerning
understanding and personal development motives. They added that more self-oriented
motivations contributed to sustained volunteerism, whereas other-oriented motives, such
as values, did not. They also stated that the rate of a volunteers’ affective commitment
and satisfaction were found to be negatively related to volunteers’ intention to quit
volunteering.
These motives can be fulfilled. Moreover, they can predict satisfaction. However,
Davis et al. (2003) determined that this satisfaction was unrelated to persistence and only
modestly associated with the amount of time allotted to volunteering. According to
Penner (2002), a volunteer role identity will develop if the volunteer has positive
experiences and satisfaction during the initial volunteering phase. Also, Gillath et al.
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(2005) realized that this satisfaction benefited people’s well-being mainly when they
rated relatively high on attachment anxiety -- when they suffered from doubts about
being lovable, esteemed, and cared for.
Volunteer Motivational Theories
Even though research has identified prototypical volunteer’s socio-demographic
characteristics and recognized their motivations, other factors related to volunteerism
have to be considered (Gerard, 1985; Penner & Finkelstein, 1998; Penner et al.,
1997). These factors or effects have not been thoroughly or consistently documented,
according to Smith (1994), but can be summarized through four theoretical models that
guide the literature. Allen & Meyer (1990) listed these models as (1) normative
commitment, the perceived obligation to remain with the organization; (2) continuance
commitment, which reﬂects the volunteer’s need to stay, due to perceived investment
costs or the costs of losing organizational membership; and (3) effective commitment,
which describes an employee’s emotional attachment and involvement (P 155).
According to Clary et al. (1998); Omoto and Snyder (1995), the functional
analysis theory -- sometimes called the volunteer motivations model and fully congruent
with MDE -- emphasizes people’s motives or goals in volunteering. Clary et al. (1998)
explored why people volunteer and what contributed to volunteers’ ongoing sustained
helpfulness. This functional approach reflected the importance of matching volunteer
motivations to volunteerism's benefits (Houle et al., 2005). Furthermore, these same
researchers concluded that matching benefits with personal motivations results in positive
volunteer outcomes. They postulated six motivational functions served by volunteerism:
values (altruistic and human concern), understanding (new learning opportunities), social
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(opportunities to make or be with friends in meaningful work), career (positioning for
career advancements), protective (protect the ego from negative self-perceptions, assuage
feelings of guilt), and enhancement (focus on positive strivings in ego growth).
Clary and Snyder (2000); Clary et al. (1996, 1998) stated that volunteering results
from motives that can be fulfilled by being involved as a volunteer. Those motives are
directly related to the decisions that volunteers make. Ajzen (1985, 1991); Ajzen &
Fishbein (1980); Fishbein & Ajzen (1975) asserted that people rationally make decisions
by assuming a close relationship between behavioral intention and the actual duration of
service. These behavioral intentions can be used for predicting the joining of volunteer
organizations (Okun & Sloane, 2002; Warburton & Terry, 2000) and for predicting hours
dedicated to volunteerism (Greenslade & White, 2005; Dávila & Chacon, 2003; Vecina,
2001; Vecina et al., 2001; Vecina & Chacón, 2005).
The researcher’s work is congruent with motivation (MDE) approaches that
emphasize the individual’s active role in setting and pursuing agendas that reflect
essential features of self and identity (Cantor, 1994; Snyder, 1993; Snyder & Cantor,
1998). Additionally, their findings on volunteers’ motivations are compatible with
psychological theorizing and research that point to the fit or match of the person and the
situation, rather than the person or the opportunity alone, as the determinant of behavior
(Cantor, 1994; Lewin, 1946; Snyder & Ickes, 1985; Carlo et al., 1991; Knight et al.,
1994). In summary, the research points to a connection between volunteer recidivism and
the accompanying level of MDE.
Researchers Omoto and Snyder (1990, 1995) and Janoski et al. (1998) stated that
volunteers’ motives (MDE) are varied and need to be honored. Omoto and Snyder
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(1990); Penner and Finkelstein (1998) concurred. They said that volunteering could serve
different functions (i.e., motivations) for various people and sometimes multiple
functions for a single individual. Additionally, longevity and volunteer satisfaction were
directly related to the volunteers’ motive strength (Davis et al., 2003; Finkelstein et al.,
2005; Penner & Finkelstein, 1998). Omoto and Snyder (1995) also studied a form of
helping that has not received much attention in psychology circles: obligated caregiving.
This form of help is the ongoing assistance and sustained support provided by volunteers
who provide companionship to the lonely, counseling, tutoring, and mentoring the
challenged. Their work challenged the traditional focus of volunteerism as a product of
humanitarian concern and altruistic personalities.
The researcher’s findings concluded that volunteers’ sustained involvement was
for personal, and sometimes self-oriented, reasons. It was not necessarily the
humanitarian desire to do good on behalf of others or concern for communities affected,
keeping volunteer relationships intact (Clary & Orenstein, 1991).
A second theory is the values and attitude theory. According to Janoski et al.
(1998); Sundeen (1992), the connection between volunteering and the individuals’ beliefs
about the importance of civic participation or charitable responsibility was vital. This
factor is a positive influence and bodes well in influencing volunteerism. Nevertheless,
while this relationship is supported by experiment and observation, it is not necessarily
endorsed by the theory. Besides a belief in civic participation, other factors are more
strongly associated with why people volunteer.
A third theory is the role identity theory. Finkelstein (2008) used a functional
approach to examine the relationships among volunteer antecedents (motives),
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experiences (motive fulfillment, satisfaction), and outcomes (time spent volunteering,
length of service). This study was built on scholars who believe that volunteers develop a
volunteer identity over time. Callero, Howard, and Piliavin (1987); Charng, Piliavin, and
Callero (1988); Grube and Piliavin (2000); Piliavin and Callero (1991) maintained that
what best predicts service duration is volunteer role identity. Thoits (1992) added that
volunteer work is a role-identity that provides a sense of meaning purpose in life,
enhancing well-being. Finkelstein and Penner (2004); Finkelstein et al. (2005); Penner
(2002); Piliavin and Callero (1991); Piliavin, Grube, and Callero (2002) negated the
importance of motive once a role identity is formed with the assertion that identity drives
future volunteer behavior. This concept is contrary to MDE’s strong emphasis on
motivation. The volunteer’s self-concept directly affects future activity, and the motive
becomes unimportant in sustaining volunteerism once a volunteer role identity forms.
Callero (1985); Charng, Piliavin, and Callero (1988); Perrier et al. (1997); Piliavin and
Callero (1991) press this premise by determining that past volunteer service leads to the
development of a “volunteer role- identity,” which in turn, motivates future volunteer
activity. Specifically, continued volunteering leads to the development of a volunteer role
identity that drives ongoing volunteer actions. Volunteering becomes not what one does
but who one is (Van Dyne & Farmer, 2005). The strength of an individual’s volunteer
role identity has been shown to correlate with donations of time, money, and even blood
(Finkelstein & Brannick, 2007; Finkelstein et al., 2005; Grube & Piliavin, 2000; Lee et
al., 1999; Piliavin & Callero, 1999). Grube & Piliavin (2000) see the importance of
researching this theory because it is especially appropriate for examining processes that
sustain volunteerism once it has begun.
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Social Identity Theory (Group Identity Theory)
Although it appears it has many similarities to role identity theory, Social Identity
Theory is considered on a parallel track with its separate distinctive. Simon et al. (2000)
and Stark and Deaux (1996) asserted that individuals are motivated to help others with
whom they are collectively identified. For example, prior identification with a needy or
disadvantaged group may inspire giving or continuing service. This social identity,
according to Ashforth and Mael (1989), Ellemers et al. (2004), Haslam and Ellemers
(2005), Hogg and Terry (2000), can be referred to as one’s self-concept derived from
such membership in groups or organizations. Thus, people tend to think of themselves
regarding the groups and organizations they belong to (Tajfel & Turner, 1979; Turner,
1987). These same researchers assert that SIT assumes that people prefer to feel good
about themselves; the theory maintains that people consider it attractive to be included in
groups and organizations contributing to their social identity. This self-identification may
stem from a sense of psychological attachment to the organization(s), which can
significantly predict their motivated behavior with a group (Ellemers, 2001; Ellemers,
DeGilder, and Haslam, 2004; Tajfel & Turner, 1979. Tyler & Blader (Tyler, 1999; Tyler
& Blader, 2000, 2001, 2002, 2003) also asserted that people would become more
psychologically engaged with an organization to the extent that their membership
contributes to a positive social identity.
Additionally, these same researchers contended that the extent to which people
can derive pride from the organization and receive respect determines how their
membership contributes to a positive identity. Hence, they, for instance, predicted that
pride and respect should induce a sense of commitment to the organization. Tyler and

26

CREATING SUSTAINABLE VOLUNTEER PROGRAMS

Blader (2002) defined this pride as the conviction that the organization is positively
valued and that self is valued as a member of the organization. Ashforth and Mael (1989);
Ellemers et al. (2004); Haslam and Ellemers (2005); Hogg and Terry (2000); Tajfel and
Turner (1979) concluded that this theory maintains that people consider it attractive to be
included in groups and organizations that contribute to their social identity. Tajfel and
Turner (1979) were particularly relevant to recruiting volunteers because SIT addresses
non-material outcomes, such as feelings of self-worth, as motives for group attraction.
Well Being Theory
Minimal research is available, but Thoits (1992) established that a person’s desire
to augment a volunteer situation that allows for the presence of happiness, life
satisfaction, self-esteem, sense of control over life, physical health, and an absence of
depression is all-important. Additionally, Gillath et al. (2005) asserted that well-being
theory proponents rated high on attachment anxiety, i.e., self-doubts about being lovable,
esteemed and cared for.
One of the significant theorists to explore this theory was Samuel Shye. Shye’s
work (Shye, 2010) pointed out that, instead of asking what motivates the volunteer
(accepting any conceptual category), the authors asked to what extent volunteering
rewards the individual with each benefit taken from a complete set of possible services.
As a “complete set of benefits,” they used the 16 human functioning modes formulated
within the systemic quality of life model (SQOL). Shy (2011) acknowledges the work of
Sokolowski (1996). The study tackled this question by asking why people volunteered as
opposed to why the respondent was volunteering. Based on the structural analysis of the
empirical data, the researchers found that volunteers' motivations can be grouped
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according to whether they concern their cultural, social, physical, or personality (mental)
well-being. They also found that the opportunity to develop friendships and a growing
sense of belonging to a community are the most important motivations for volunteering
for the general population. The possibilities of expressing one’s personality and of
expressing one’s beliefs are also significant.
Other Theories
Researcher Vroom (1964) developed the Expectancy Theory, which established that
people want to volunteer to promise highly valued outcomes. Additionally, the work of
Tyler et al. (e.g., Smith & Tyler, 1997); Barsness, Tenbrunsel, Michael, and Lawson
(2002) argued that people desire to volunteer in settings they view as high status and that
provide a high estimation of them as an individual. In Self Determination Theory,
researchers Ryan and Deci (2000); Gagne and Deci (2005) established that volunteers are
primarily comfortable with autonomy from outside forces and influences when
volunteering. Instead, their behavior is self-motivated and self-determined.
Table 1 summarizes each theory, its strengths and weaknesses and their
connection to MDE. In addition, each theory summary links to motivation and
volunteerism. Finally, congruency was based upon the researcher's measure of
consistency with the review of the literature.

Table 1
Volunteer Motivational Theories Summary
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Theory

Summary

Strength

Weakness

Connection to
MDE

Volunteer
Motivational
Theory

Matches
volunteers’
motivations to the
benefits that
volunteerism
provides

Motives directly
related to the
decisions that
volunteers make

Very personal

Fully congruent

Values and
Attitude Theory

Connects
individual's belief
about the high
importance of
charitable
responsibility and
volunteerism

Bodes well in
influencing
volunteers

Experiment and
observations are
not fully endorsed
by the theory

Does believe in
civic participation

Role Identity
Theory

Volunteers
develop a
volunteer identity
over time

Identity predicts
service duration

Volunteering
becomes not what
one does but who
one is

Negates the
importance of
motive

Social Identity
Theory

Individuals help
others with whom
they are
collectively
identified with

Develops a social
identity

Feelings of selfworth are
contingent on a
well-developed
self-identity

Identifies with
needy/disadvantag
ed groups

Well Being
Theory

Volunteer
situations must
allow for the
presence of
happiness, selfesteem, and
control over life.

Volunteerism
increases socialemotional growth

Rated high on
Volunteering must
attachment anxiety be connected to
personal rewards

Expectancy
Theory

People volunteer
in ways that
promise high
outcomes

Outcomes are
prestigious and
laudable

High estimation of
self is a precursor
to involvement

Self
Determination
Theory

Volunteers’
behavior is selfmotivated

Comfortable with
autonomy from
outside forces

Minimized buy-in Motivations are
to volunteer
mostly selfcommunity culture centered

Othercenteredness is
minimized

Organizational Factors Impacting Volunteerism (Organizational Climate)
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There are organizational factors that impact volunteerism. These factors represent
the organizational climate that volunteers are potentially experiencing. Additionally,
Finkelstein (2006) described this organizational climate as a workplace citizenship
behavior.
Fostering Pride and Respect about the Volunteer Organization
Tyler and Blader (Tyler, 1999; Tyler & Blader, 2000, 2001, 2002, 2003) included
findings with a practical lesson for volunteer service organizations. The pride volunteers
derive from an organization must be linked to respect those volunteers receive to
encourage continuing volunteerism and favorable attitude change. The term “pride”
refers to the conviction that the organization is positively valued; “respect” denotes the
belief that the self is valued as a member of the organization (Tyler & Blader, 2002). This
connection messages that the organization invests in and cares for its volunteers.
Furthermore, in turn, a sense of the organization has been established. Boezeman and
Ellemers (2008) built on this theory, arguing that pride in an organization grows as
volunteers feel their involvement meets their intrinsic desire to help society and its
members (Meijs, 1997; Pearce, 1993). Galindo-Kuhn and Guzley (2001) concurred. They
stated that volunteers are more satisfied and less likely to quit volunteering to the extent
that they perceive their volunteer efforts to benefit others.
Conveying to Volunteers that the Organization Invests in and Cares for Them
Volunteers need to know that the organization they volunteer for is willing to
invest in and care for them. This belief can take root in several ways. Connors (1995) and
McCurley and Lynch (1997) recommended that classical practices of human resources
management (HRM) should apply to the volunteer workforce overall. Additionally,
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Cuskelly et al. (2006); Hager and Brudney (2011); Stirling et al. (2011) stated that a
significant correlation exists between the implementation of those specific HRM
practices and the desired outcomes of the volunteer. Hidalgo and Moreno (2009) listed
those practices that were most helpful in conveying to the volunteer that they were
worthy of investment and cared for. Those practices included organizational support for
networking within the organization, positive job characteristics such as non-repetitive
tasks, gratifying jobs with clear objectives and beneﬁt others, and training and
organizational socialization. Implementing these practices heighten the volunteers’
intrinsic motivation and job satisfaction, according to Millette (2005); Stukas et al.
(2009). Barron et al. (2005) added that these practices made the volunteers feel like they
were given attention. Cnaan and Cascio (1999) agreed with the other researchers, stating
that the interpersonal relationships between volunteers and the organization's clients and
how these relationships lead to the continued service of volunteers and positive benefits
to the clients all support making volunteers feel invested in and cared for. Malanska
(1996) called these social supports. In summary, Paul and Anantharaman (2003)
established that an organization’s interest in and commitment to the volunteers’ growth
individually and the volunteer workforce collectively was a positive organizational factor
in impacting volunteers.
Developing a Sense of Community Among Volunteers
Volunteers thrive when there is a developed sense of community among
volunteers. Vecina and Chacon (2005) spoke of the “positive emotions” that volunteers
can feel when volunteering. Those emotions include pride, happiness, and enthusiasm in
belonging to the organizations that they serve. Vecina, Da’ vila, and Chaco’n (2005) also
stated that in addition to inspiring volunteers with clearly defined tasks through
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objectives and less repetition, those tasks must be significant and valuable to
others. Additionally, the volunteers’ autonomy and a sense of cooperation with others can
leverage a strong sense of community. Shye (2010) reiterated these conclusions by
stating that the occasion to develop friendships and gain a sense of belonging in a
community can prove to be the most crucial volunteer motivation. Furthermore, the
freedom to express one’s personality and beliefs in the community context is also
essential.
Organizational/Volunteer Voice
Affording volunteers a voice within the organization they are involved with
proves to be a positive influence. Organizations can benefit from creating an environment
where volunteers can voice feedback in constructive ways (Boezman and Ellemers,
2008). Conversely, Spencer (1986) stated a negative relationship between employee
voice opportunities and turnover intentions.
Organizational Citizenship Behavior
Volunteers have ample opportunity to define their organizational citizenship
behavior (OCB). Chacon and Vecina (2002); Grube and Piliavin (2002); Haski-Leventhal
and Barga (2008); Schroeder et al. (1995) defined this citizenship as the relationships
within the organization. Grube and Piavin (2000) added that OCB could include social
networks within the organization. OCB can also be described as value-based control
systems (Pearce, 1993) and has been discussed as internalization (Kelman, 1961), social
control (Kanter, 1968), normative power (Etzioni, 1975), and normative conformity
(Knoke and Wright-Isak, 1982).
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The OCB has a function. Clary et al. (1998); Penner, Midili, and Kegelmeyer,
1997) saw this function as workplace activities that exceed the formal job requirements
and contribute to the organization’s effective functioning. Volunteerism proposes that
these behaviors serve different functions for different people. Finkelstein (2006),
Finkelstein and Penner (2004), Rioux and Penner (2001) asserted that specific motives
for prosocial behaviors are connected when addressed against the volunteer’s backdrop of
needs or the organization’s needs. Volunteers want to be helpful and have a desire to
build positive relationships with others. Organizational concern motives (a yearning that
the company does well and wanting to be proud of the organization) were associated with
organizational citizenship behavior directed toward the organization (e.g., being punctual,
obeying rules).
According to Mowday, Steers, and Porter (1979), volunteers embrace an
organization’s OCB because it is an organizational commitment. First, it is identification
and involvement with an organization. It assumes a strong belief in and acceptance of its
goals and values. Even as volunteers are varied and diverse, individual performance is
multifaceted. It involves behaviors relevant to organizational goals and reflects the
individual’s contribution level (Campbell et al., 1993). These multifaceted performances
have motivation associated with value expression and self-identiﬁcation and have great
potential to internalize system goals. This motivation, in turn, would activate behavior
not prescribed by speciﬁc roles (Katz & Kahn, 1978). Katz and Kahn (1978) also
concurred that this type of motivation is particularly prevalent in voluntary organizations
because volunteers are not likely to engage in efforts if they do not share some of their
core values.

33

CREATING SUSTAINABLE VOLUNTEER PROGRAMS

Organizations and their OCB can cause strain on the volunteer. These challenges
need to be addressed as there are times when organizations often demand more time and
effort than the volunteer is willing to give. Also, there are actual limits on how much a
volunteer may be willing to do (Pearce, 1993). Additionally, according to Miller et al.
(1990), scheduling conflicts have a signiﬁcant positive effect on volunteers’ intentions to
leave.
In examining these conflicts further, Lobel (1991) addressed these potentials for
conﬂicts between work, family, and volunteer roles in terms of priorities. Given the zerosum nature of time allocation problems, McGrath and Rotchford (1983) reiterated this
thought by naming these conflicts critical to volunteers. Kirchmeyer (1995) was equally
wary of such continual demands on volunteers and saw the risk as a sort of “negative
spillover” effect. The requests from the volunteer job interfered with participation in
other family and paid work domains.
Penner and Finkelstein (1998) gravitated toward a role identity perspective to
offset these conflicts. Volunteers could tap into their functional motives and prior
volunteer investments, thus predicting hours volunteered, contacting clients, and the
number of meetings attended. Stryker (1980) added that scheduling conflicts were only
one form of temporal conflict. Scheduling and the allocation of different relationships
and activities to other time slots can keep conﬂicting expectations apart. No doubt, Puffer
and Meindl (1992) and Waldschmidt et al. (1994) realized that motives are related to
volunteer performance in a complicated way. This complexity is revealed in several
different ways. Unger (1991) stated that dedicated volunteers often “ﬁnd the time”
regardless of the amount of actual time they have. Zweigenhaft et al. (1996) related the
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direct connection of previous volunteer experience and tenure (role investments) and the
predicted quality of volunteer performance. Grube and Piliavin (1996) expressed that selfcommitment to a volunteer role is often related to hours worked by volunteers.
Offering Learning and Development Opportunities
Volunteer longevity can be improved by offering learning and development
opportunities. Haski-Leventhal and Bargal (2008) supposed that those opportunities
could be positioned as instruction and formal training. Cuskelly et al. (2006) concurred
by offering that the training and support should be similar to the organization’s human
resource practices. Ng et al. (2006); Chew and Chan (2008) agreed and pushed for higher
learning and development opportunities. Skoglund (2006) saw the long-range benefits of
learning and development opportunities in that volunteers often felt valued and socially
supported when offered training.
Preventing Burnout
Volunteers need to be safeguarded from burnout. Pines and Aronson (1988)
defined burnout as a state of physical, emotional, and mental exhaustion. It is detrimental
to volunteerism because it can lead to negative attitudes towards oneself or work. Two
scenarios within volunteerism can lead to burnout. First, VanderZee, Bakker, and Buunk
(2001) acknowledged that emotionally charged relationships between volunteer
caregivers and their recipients could lead to burnout and emotional exhaustion. Secondly,
Kulik (2006) believed that volunteers likely experience burnout in not-for-proﬁt
organizations as they engage in work-related roles without monetary compensation.
These scenarios are meant to be cautionary in the quest for safeguarding volunteers from
burnout.
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Designing Volunteer Tasks
Volunteers desire tasks that meet their motivations for helping. Clary and Snyder
(1999), Clary et al. (1998), and Stukas et al. (2005) described these tasks as directly
correlated to greater volunteer satisfaction and stronger intentions to continue serving in
the short and long term. Conversely, uncertainty reduction theory (URT) has the opposite
effect (Berger & Calabrese, 1975). Nelson and Quick (1991); Gallagher and Sias (2009);
Jablin (2001) described URT and agreed that volunteers have an instinctive desire to
manage task uncertainty of what to do, role uncertainty on how to perform their roles,
and relationship uncertainty of how to relate to others. Interestingly, Brashers (2001);
Brashers, Goldsmith, and Hsieh (2002) also concluded that volunteers are not always
motivated to reduce their uncertainty; they may seek only to manage their ambiguity,
which may involve maintaining or even increasing it rather than decreasing it.
Additionally, Afifi and Burgoon (2000) concluded that several significant developments
changed some of the original conceptualizations of URT.
In summary, the information does not always reduce uncertainty and increase
predilection. Instead, information may increase uncertainty and decrease preference,
especially information that is unexpected or negative. Additionally, Kramer (2004)
believed that competing motives, such as impression management concerns or the social
costs and appropriateness of seeking information, may supersede the motivation to seek
information to reduce uncertainty.
An antidote to role uncertainty can be found through the facilitation of volunteer
assimilation (VA). Scott and Myers (2010) and Lester (1987) conceptualize VA as
occurring in four phases. Phase 1 is anticipatory socialization before individuals join the
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organization. Phase 2 schedules a one-on-one encounter during the first weeks or months
they are members. Phase 3 recognizes a metamorphosis when volunteers are no longer
newcomers but are established members, and finally, Phase 4 acknowledges the exit
when they leave the organization. Jablin (2001) and Kramer (2010) concurred with these
phases and viewed this assimilation process to explore how people join, experience
membership, and leave organizations.
Retaining Volunteers
Concerning retention of volunteers, Putname (1995) cautioned that “serious
volunteering” is declining; the new generation of volunteers lacks the type and degree of
involvement the average organization needs. Dekker and Halman (2003), Eliasoph
(1998), and Putnam (1995) concurred in realizing that there is an increasing struggle to
retain and rely on volunteers. Stolle and Hooghe (2005) echoed the broader lament about
the decline of civic engagement. However, Haski-Leventhal and Meijs (2011) and Karl et
al. (2008) were quick to conclude that high-stakes volunteering (HSV) is a costly
endeavor posing significant challenges in recruitment and retention. Lois (1999) and
Perkins (1989) agreed. Nevertheless, many HSVs remain highly committed despite high
costs.
Retention of volunteers also needs to take into consideration how volunteerism
has changed through the years. Those changes are summed up in the following two
scenarios.
Reflexive Volunteering
Scenario 1: Hustinx and Lammertyn (2003) related the recent changes from
habitual and dedicated volunteer involvement to a more self-oriented and non-committal
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one. Beck and Beck- Gernsheim (2002) and Lash (1994) added that reflexive
volunteering is fundamentally entrenched in the active lifestyles of independent thinkers
reacting to the “problem of the day” through volunteerism. Jakob (1993) and Kühnlein
and Mutz (1999) determined that the notion of a “biographical match” (p238) clarifies the
critical mechanism underlying reflexive volunteering. People want to know that their
volunteerism fits with and supports their individual preferences, desires, and needs in the
context of high-individualized situations. They are drawn to the activities offered by an
organization but are less interested in making an attachment with said
organization. Commitment is short-term and intermittent.
Episodic Volunteering
Scenario 2: Anheier and Salamon (1999); Beher et al. (2000); Cnaan and Handy
(2005); Gaskin (1998); Hacket and Mutz (2002); Handy, Brodeur, and Cnaan (2006);
Hustinx (2010); Macduff (2004); Rehberg (2005); Voyé (1995); Wollebæk and Selle
(2003); Wuthnow (1998) appeared to show a fundamental shift from habitual and
dedicated involvement toward more episodic, non-committal, and self-oriented types of
participation. Cnaan and Handy (2005); Dekker and Hooghe (2003); Hacket and Mutz
(2002); Heinze and Olk (1999) concurred, stating that this unpredictability is reflected in
the rise of short-term and intermittent types of involvement. This unpredictability was
directly linked to more objective changes in people’s biographies, resulting in more
limited and unpredictable availability than the traditionally stable, collective course of
action (Warburton & Crosier, 2001). Additionally, Beck and Beck-Gernsheim (1996) saw
these individualized biographies as increasingly fragmented into a sequence of separated
and not necessarily coherent incidents and episodes. Also, Hustinx & Lammertyn (2003)
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and Meijs et al. (2006) reiterated that motivation, occasion, and opportunity must match
and be recognized in a particular biographical stage or situation. Jakob (1993) and
Kühnlein and Mutz (1999) agreed. Their research supported the thought that emphasis on
individual preferences, desires, and needs, in the context of individualized circumstances
and experiences, needs to be honored in episodic volunteerism.
Retention of volunteers needs to embrace what Gaskin (1998); Handy et al.
(2006); Hustinx (2001, 2005); Wollebæk and Selle (2003) called the “new volunteerism.”
Motive strength is a significant indicator of the well-being of this new volunteerism.
Motive strength and volunteering are perceived as behaviors that result from different
motives, or combinations thereof, which can be fulfilled by volunteering in a nonprofit
organization (Clary et al., 1996). Omoto and Snyder (1995) acknowledged that motive
fulfillment predicts helping because realization produces more satisfied volunteers.
Satisfaction, in turn, sustains volunteer activity. According to Giddens (1991) and Keupp
(2001), volunteerism increases as individuals redefine and reestablish their life courses
and social networks more actively and permanently. Meyer (2003); Van Dyne and
Farmer (2004) argued that fulfilling motives sustain volunteerism rather than their
importance.
Conversely, Yanay and Yanay (2008); Grube and Piliavin (2000) realized that
decreasing fulfillment of motives might not lead to lower volunteer satisfaction and
performance or higher dropout and turnover. Finkelstein et al. (2005) added that they
found little relationship between motive strength and amount of volunteer activity, except
in a significant negative connection between career motives and the time spent
volunteering and volunteer longevity. Penner and Finkelstein (1998) agreed and stated
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that motive strength did not correlate with either time spent helping or length of service
except when realizing a values motive. Not surprisingly, more substantial altruistic
concerns were associated with greater volunteer longevity.
Nevertheless, volunteerism can continue to thrive (Bennett, 1998; Giddens, 1990,
1991; Micheletti, 2003). Volunteering is not threatened by the erosion of traditional
loyalties but is reinvigorated with new strength. This strength is embedded in selfauthored individualized narratives as a tool for self-actualization or “life(style) politics.”
According to Beck and Sopp (1997), individualization is not a threat to social
relationships but a new condition under which volunteerism should be established. Under
these new conditions, Giddens (1991) and Keupp (2001) observed: “the weakening of
collective sources of determination forces individuals to redefine and reestablish their life
courses and social networks in a more active and permanent way” (p. 237). As a result,
individuals and organizations have had to adjust. According to Handy and Srinivasan
(2004) and Meijs and Hoogstad (2001), focus on personal preferences and needs has
induced many organizations to tune their managerial practices in more volunteer-centered
ways, facing potential conflicts with organizational targets and requiring considerable
resources. Longevity can also be predicted. According to Penner and Finkelstein (1998),
satisfaction has been shown to correlate with time spent volunteering and service
longevity.
Additionally, Clary et al. (1998) and Clary, Snyder, Ridge, Miene, and Haugen
(1994) affirmed that people continue volunteering if the experience fulfills their reasons
for helping. Clary and Snyder (1999); Clary et al. (1998) also predicted that people would
remain volunteers if they satisfied the relevant motivations.
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According to Chacon et al. (2007) and Omoto and Snyder (1995), the research
conducted has revealed the particular relevance of motivations as the critical factor in
both the initiation and duration of volunteer service. Through the years, different methods
have been used to assess volunteer motivations. The researcher chose the Volunteer
Functions Inventory (VFI) (Clary et al., 1998) to conduct a systematic review of his
United4Hope Church Coordinators (UCC). The VFI is the most widely used instrument.
Moreover, as stated by Gage and Thapa (2012), the VFI has become “the standard
instrument to assess volunteer motivation”(p 413).
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Methodology
This chapter describes how the research questions are being answered. This
descriptive research project leveraged a survey so that the information gathered can be
statistically inferred from a population. The main idea behind using this research was to
define better an opinion, attitude, or behavior held by a group of people, the United4Hope
Church Coordinators. The statistics provided descriptions of the surveyed 42 volunteers
and represented numerical calculations, graphs, and tables. The literature review revealed
that motivation function was a significant determinant of how long a volunteer served in
a particular capacity.
The survey tool used was the Volunteer Functional Inventory (VFI). It is an
instrument directly related to the work of Dr. E. Gil Clary and Dr. Mark Snyder (1998) as
leaders in motivational function, particularly their theory of motivation-driven
engagement (MDE). Dr. Clary was chair of the psychology department at the College of
St. Catherine in St. Paul, Minnesota. He taught General Psychology, Experimental Social
Psychology, and Personality Theories. Mark Snyder Ph. D. provides leadership at the
Study of the Individual and Society Center, a research center at the University of
Minnesota. Clary and Snyder drew on a functionalist approach by examining the
functional motives for volunteering by understanding their reasons, purposes, and
motivations.
Clary and Snyder’s assumptions made with regards to the VFI can best be
summarized in that people volunteer because of personal goals to satisfy; people have
different reasons for volunteering; individuals can be motivated by more than one need or
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purpose, and volunteer recruitment is successful mainly because the volunteer experience
fulfills the volunteer's motives.
In this study, the researcher investigated the following research questions.
First, what motivational factors contribute to the reasons someone volunteers to work
with United4hope? Secondly, how do the individual’s reasons for volunteering fall into
Clary’s Volunteer Function Inventory? Lastly, we will address what contributes to
volunteer satisfaction, loyalty and ultimately retention?
Research Design
The purpose of the current study was to examine United4Hope’s agency in
fulfilling its volunteers’ essential motives and, as a result, determine the antecedents that
increase its volunteers’ desire to stay. A quantitative research design was used to achieve
this purpose. Primary data was collected electronically through a survey (Appendix A)
inviting participants to complete Clary’s Volunteer Function Inventory (Appendix B).
Descriptive data were gathered without any intervention. Through email communication,
United4Hope Church Coordinators (UCC) were asked to complete the Volunteer
Function Inventory electronically using the Qualtrics application. This approach was
considered the most appropriate for answering the research questions because the
researcher wanted to know the motivational function of its UCCs, the most strategic
human resource in United4Hope programming. The approach was straightforward
because the researcher wanted to collect data minimally affected by outside factors and
addressed solely by the UCC. Anonymity was maintained for all participants by adjusting
the settings on the Qualtrics tool so that no IP address could be retrieved.
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Participants
A sampling of 95 United4Hope Church Coordinators (UCC) were polled. Fortytwo respondents completed the Volunteer Function Inventory and submitted their
responses for a return rate of 44%. The researcher then aggregated the data. All
participants serve in the role of United4Hope Church Coordinator (UCC). The survey did
not collect any demographics on the participants, such as age, gender, race, or socioeconomic information
United4Hope is a faith-based, volunteer-led movement that manages, trains, and
directs volunteers from Nashville congregations to engage in strategic opportunities to
pairing a particular school's improvement plan with a church’s mission. This engagement
has existed for over 11 years and is centered in four areas. The first is improving the
academic performance of its students through support provided by volunteers in reading
and math. The second is creating good school culture for teachers, staff, and their
students. Third, volunteers heighten the school's family engagement and provide
donations of needed teacher and student supplies. Currently, nearly 100 congregations
serve approximately 50 Metro Nashville Public Schools.
United4Hope's (U4H) structure calls for each congregation to designate a
volunteer leader. That leader is named a United4Hope Church Coordinator (UCC) and is
selected by the church leadership. These non-compensated organizers serve at will as an
intermediary between the church and their partnering school. They also direct the
volunteer engagement of their members. They lead and provide oversight for their
congregation’s volunteers serving in their partnering public school. The longevity of
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service by the UCC is a crucial factor for the continuity and the creation of a flourishing
collaboration between congregations and their partnering schools.
Instrument
The instrument of choice was the Volunteer Function Inventory (VFI). It was
uploaded using the Qualtrics app and sent to all UCCs using convenience sampling.
Based on the VFI’s list of motivations for volunteering, the investigator administered the
VFI to the UCCs. This non-probability sampling involved the sample being drawn from
the UCCs, from that part of the population that was most close at hand. The VFI
measures a volunteer’s motivational function. It is designed by Clary and Snyder,
innovators of MDE. The 30-item questionnaire is divided into six scales of five items
each, which are scored using a seven-point Likert-type scale, where one totally disagrees,
and seven totally agrees. The VFI addressed the research questions noted earlier.
The VFI’s reliability and validity are well documented. It determines whether the
results can be reproduced under the same conditions and whether the results represent
what they are supposed to measure. According to Gage and Thapa (2012), the VFI has
become “the standard instrument to assess volunteer motivation” (p 413). The widespread
use of VFI can be explained, among other factors, by its well-grounded theoretical basis
and its good psychometric properties. Other relevant characteristics of the VFI is that it
has been applied in multiple volunteer settings, including online volunteering, and has
been adapted to various languages including, among others, Spanish (Chacón & Dávila,
2005), Italian (Marta et al., 2006), Portuguese (Ferreira et al., 2011), German (Oostlander
et al., 2014), and Chinese (Wu et al., 2009).
The VFI scale is divided into six functional motives that potentially encourage
volunteerism. These motives are listed as follows:
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1. Protective Motive – a way of protecting the ego, the individual uses
volunteering to reduce negative feelings such as guilt or address personal
problems.
2. Values – a way for persons to express their altruistic and humanitarian values
by helping the less fortunate.
3. Career – a way for individuals to improve their career prospects.
4. Social – a way to develop and strengthen one’s social relationships.
5. Understanding – a way to gain knowledge, skills, and abilities.
6. Enhancement – a way to help one develop and grow psychologically.
Through email communication, the researcher contacted Dr. Snyder at the
University of Minnesota, one of the creators of the VFI, to get permission to use the
survey. Dr. Snyder replied in an email and granted consent.
The investigator followed Belmont University protocol regarding submitting a
request to the Institutional Review Board (IRB). The IRB approved the application as an
exemption since participants were not providing any information that would be selfincriminating in any way. Therefore, there were minimal risks associated with
participation in this study. Qualtrics, an “experience” management software, was used for
the survey.
The researcher sent an email with a link to the VFI survey to all 95 current
United4Hope coordinators. The customer records management software (CRM) of
United4Hope was utilized for distribution. The sent email had no name associated with it,
simply the name of the organization, United4Hope, to ensure that the recipient would feel
no pressure to comply. Their agreement to do the study was at will, and completion of the
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instrument constituted implied consent. The UCCs had served between six months to 11
years. The investigator did not consider the length of service to be a factor in the study.
Additionally, the UCC was informed that the survey was meant to aid in U4H’s
“understanding of sustaining this volunteer movement.” Completion of the survey was
requested, and participants were assured that completion would take 15 minutes. UCCs
were informed that responses would be anonymous and confidential and that any
personal information such as name, address, church affiliation, or name of the school was
not to be included. Qualtrics settings were adjusted so that no IP addresses were
collected. Additionally, UCCs were informed that participation was voluntary. Also,
UCCs had the option to discontinue participation and could choose to omit any survey
questions they did not wish to answer. The means to contact the researcher via email or
by phone for inquiries were also communicated. UCCs were also assured that there were
minimal risks associated with participating in the survey. Moreover, UCCs were assured
that there would be no direct benefit from participating in the research but that they might
receive some enjoyment upon reflecting on their volunteer experience and a greater
understanding of their motives for volunteering.
The researcher followed Belmont University protocol and submitted an
application to the Internal Review Board requesting permission to survey the UCCs on
the motivational function of their volunteerism at an exempt status.
Data Collection
The instrument used in the current study was the Volunteer Function Inventory
(VFI), a Qualtrics survey. United4Hope Church Coordinators (UCCs) served as the
interviewees and received an email alerting them of the opportunity to participate in a
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research study supervised by the researcher. However, their participation was not
mandatory, and completion of the survey provided implied consent -- at will.
Interviewees were given two weeks to complete the survey. Email invitations
included a link to the site where the VFI was hosted. Participants were able to submit
their responses anonymously via the online survey instrument. Responses were gathered
over two weeks. Reminder emails were sent to participants at the one-week point and the
two-week point. No incentives were provided for completion. Interviewees completed
surveys, and results were posted in the Qualtrics app.
Analytical Methods
Because this is quantitative research, a straight analytical assessment based on
numbers was employed. Data were prepared for analysis by considering any number of
valid responses by the UCCs, should there be any duplicate responses. Qualtrics software
collected and analyzed the data. The statistical format used was a univariate analysis to
describe the distribution of a single variable, including its central tendency, specifically
the median and average (mean) scores.
The use of the VFI can allow for future studies about the relationship between the
quantitative variables that are discrete in nature. A second study that focuses on the
relationship between the functional motives of UCC's volunteers and UCCs fulfillment
in realizing those motives will further add knowledge regarding the recruiting, training,
and sustaining of volunteers.
Limitations
The decision to use the VFI was thoughtfully determined. Compared to others,
such as interviews or observation, this method was the most decisive choice because of
its reliability and validity, ease of completion, and time efficiency. Additionally, focus
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groups or completion of surveys at UCC training were prohibitive because of Belmont
University’s policy regarding in-person meetings during the COVID pandemic,
consistent with CDC guidelines.
The researcher encountered minimal difficulties in collecting the data. The 44%
response rate exceeded the average survey response rate, with a sample size of fewer than
1,000 recipients (41.21%). The 42 responses from the 95 surveys sent could be tied to the
age of the UCCs. Demographics point to UCCs who tend to be near retirement age. Also,
the descriptor of a prototypical volunteer (middle-aged, middle-class, female, married)
fits most UCCs.
There may have also been some discomfort in completing an online survey. Three
respondents asked about the numeric value of the Likert-type scale, in which one totally
disagrees and seven totally agrees. There were no definitions for values 2 -6.
Possibilities for increasing UCC participation could have been tied to value-added
incentives. For example, monetary contributions or in-kind donations could be directed to
the adopted schools. Also, UCCs could have been incentivized with a report of completed
data analysis and their role in the completed data. A “how-to” tutorial video may have
clarified any confusion around completing the VFI and an opportunity for written
feedback to have given additional voice to the UCC. Additionally, the development of a
follow-up protocol for non-respondents may have increased the response rate.
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Results
The previous chapter provided a detailed explanation of the methodology used in
the current study. Additionally, the research design was defined, and its limitations were
examined. In this chapter, the researcher will review the study's data from the
instrument’s administration.
For this study, the researcher's participant group was the United4Hope Church
Coordinators (UCCs) who volunteer with their particular church. These leaders are the
intermediary between the congregation and their partnering school. Much of the success
of a church/school partnership is predicated on the volunteer commitment level of the
United4Hope Church Coordinator (UCC) and their intention to remain. UCC
commitment and retention levels affect the sustainability of the congregation and the
partnering school through the United4Hope (U4H) network.
The UCCs are informed through regular emails and electronic newsletters from
United4Hope (U4H), frequently providing instructions or school information about their
partnership. Secondly, these dedicated leaders also submit monthly report data related to
the volunteer activity of their congregation and their partnering school through U4H. As
director of United4Hope, the researcher sent an email, March 31, 2021, to the 95
coordinators to explain the details of this research and how their completion of a survey
would be essential to this research. The researcher conveyed how vital their role was in
the success of their United4Hope work and that this would be valuable information. The
same email was sent twice with two additional reminders, each with the link to the
Qualtrics survey. Data was recorded from April 1, 2021, through April 16, 2021.
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The Likert Scale was used with the following directive: Please indicate how
important or accurate each of the 30 possible reasons for volunteering was for you in
your volunteer work.
Respondents answered each item on a 7-point scale ranging from 1 (not at all
important/accurate) to 7 (extremely important/accurate). Unfortunately, there were no
additional definitions provided for numbers 2-6.
The qualitative research was supported by statistical analysis. The results were
framed around the following research questions and the results are presented in Tables 2
and 3.
1. What motivational factors contribute to the reasons someone volunteers to work
with United4hope?
2. How do the individual’s reasons for volunteering fall into Clary’s Volunteer
Function Inventory?
3. What contributes to volunteer satisfaction, loyalty and ultimately retention?
Table 2
Survey Items 1-30 Data
Item #1: Volunteering can help me to get my foot in the door at a place where I would like to
work.
Sample
n=42
Rate of frequency
Item
1
2
3
4
5
6
7
Range
2
6
4
2
2
1
4
Median score
1
Average score
2.58
Item #2: My friends volunteer.
Sample
Rate of frequency
Median score
Average score

n=42
Item
Range
3
3.42

1
7

2
8

3
10

4
3

5
5

6
2

7
4
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Item #3: I am concerned about those less fortunate than myself.
Sample
n=42
Rate of frequency
Item
1
2
3
Range
1
0
8
Median score
7
Average score
2.58

4
2

5
2

6
8

7
25

Item #4: People who are close to me want me to volunteer.
Sample
n=42
Rate of frequency
Item
1
2
Range
13
3
Median score
3
Average score
3.15

3
5

4
9

5
6

6
2

7
1

Item #5: Volunteering makes me feel important.
Sample
n=42
Rate of frequency
Item
1
Range
10
Median score
3
Average score
3.10

3
8

4
9

5
5

6
2

7
0

Item #6: People I know share an interest in community service.
Sample
n=42
Rate of frequency
Item
1
2
3
Range 2
2
1
Median score
6
Average score
5.46

4
4

5
7

6
11

7
13

2
5

Item #7: No matter how bad I’ve been feeling, volunteering helps me to forget about it.
Sample
n=42
Rate of frequency
Item
1
2
3
4
5
6
7
Range 3
2
7
5
4
10
9
Median score
6
Average score
4.83
Item #8: I am genuinely concerned about the particular group I am serving.
Sample
n=42
Rate of frequency
Item
1
2
3
4
5
Range 1
0
0
1
0
Median score
7
Average score
6.59
Item #9: By volunteering, I feel less lonely.
Sample
n=42
Rate of frequency
Item

1

2

3

4

5

6
8

7
31

6

7
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Median score
Average score

Range
3
3.34

11

6

4

7

Item #10: I can make new contacts that might help my business career.
Sample
n=42
Rate of frequency
Item
1
2
3
4
Range 23
6
4
0
Median score
1
Average score
2.27

7

3

2

5
2

6
1

7
3

Item #11: Doing volunteer work relieves me of some of the guilt over being more fortunate.
Sample
n=42
Rate of frequency
Item
1
2
3
4
5
6
7
Range 16
8
1
8
4
1
1
Median score
2
Average score
2.67
Item #12: I can learn more about the cause for which I am working.
Sample
n=42
Rate of frequency
Item
1
2
3
4
Range 1
2
2
3
Median score
6
Average score
5.41

5
1

6
10

7
11

Item #13: Volunteering increases my self-esteem.
Sample
n=42
Rate of frequency
Item
1
Range 11
Median score
4
Average score
3.3

4
8

5
4

6
7

7
0

Item #14: Volunteering allows me to gain a new perspective on things.
Sample
n=42
Rate of frequency
Item
1
2
3
4
Range 2
1
3
2
Median score
6
Average score
5.68

5
3

6
13

7
16

Item #15: Volunteering allows me to explore different career options.
Sample
n=42
Rate of frequency
Item
1
2
3
4
Range 21
4
5
1
Median score
2
Average score
2.67

5
1

6
2

7
5

2
7

3
2

53

CREATING SUSTAINABLE VOLUNTEER PROGRAMS

Item #16: I feel compassion towards people in need.
Sample
n=42
Rate of frequency
Item
1
2
Range 0
1
Median score
7
Average score
6.56

6
3

7
31

Item #17: Others with whom I am close place a high value on community service.
Sample
n=42
Rate of frequency
Item
1
2
3
4
5
6
Range 3
7
2
4
7
7
Median score
5
Average score
7

7
10

Item # 18: Volunteering lets me learn through direct “hands-on” experience.
Sample
n=42
Rate of frequency
Item
1
2
3
4
5
Range 3
1
2
6
1
Median score
6
Average score
5.46

6
12

7
15

Item #19: I feel it is important to help others.
Sample
n=42
Rate of frequency
Item
1
Range 1
Median score
7
Average score
6.51

5
0

6
7

7
31

Item #20: Volunteering helps me work through my own personal problems.
Sample
n=42
Rate of frequency
Item
1
2
3
4
5
Range 16
10
4
3
4
Median score
2
Average score
2.59

6
2

7
1

Item #21: Volunteering will help me to succeed in my chosen profession.
Sample
n=42
Rate of frequency
Item
1
2
3
4
Range 19
6
5
1
Median score
2
Average score
2.65

5
2

6
3

7
3

5
1

6
10

7
25

2
0

3
1

3
0

Item #22: I can do something for a cause that is important to me.
Sample
n=42
Rate of frequency
Item
1
2
3
Range 1
0
1

4
1

4
1

4
2

5
1
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Median score
Average score

7
6.32

Item #23: Volunteering is an important activity to the people that I know best.
Sample
n=42
Rate of frequency
Item
1
2
3
4
5
Range 5
7
2
7
9
Median score
4
Average score
4.15

6
2

7
6

Item #24: Volunteering is a good escape from my own troubles.
Sample
n=42
Rate of frequency
Item
1
2
3
Range 17
8
5
Median score
2
Average score
2.58

4
1

5
4

6
4

7
0

Item #25: I can learn how to deal with a variety of people.
Sample
n=42
Rate of frequency
Item
1
2
Range 4
0
Median score
5
Average score
4.9

3
6

4
7

5
5

6
7

7
11

Item #26: Volunteering makes me feel needed.
Sample
n=42
Rate of frequency
Item
1
Range 8
Median score
5
Average score
3.83

3
4

4
6

5
8

6
7

7
2

Item #27: Volunteering makes me feel better about myself.
Sample
n=42
Rate of frequency
Item
1
2
3
Range 7
7
6
Median score
4
Average score
3.66

4
4

5
10

6
4

7
2

Item #28: Volunteering experience will look good on my resume.
Sample
n=42
Rate of frequency
Item
1
2
3
Range 21
5
2
Median score
1
Average score
2.48

4
5

5
3

6
1

7
2

Item #29: Volunteering is a way to make new friends.

2
6

55

CREATING SUSTAINABLE VOLUNTEER PROGRAMS

Sample
Rate of frequency
Median score
Average score

n=42
Item
1
Range 5
5
4.44

Item #30: I can explore my strengths.
Sample
n=42
Rate of frequency
Item
1
Range 4
Median score
5
Average score
4.73

2
3

3
6

4
5

5
8

6
5

7
8

2
3

3
2

4
7

5
9

6
7

7
7

Table 3
Six Factor Consolidation Data
Protective Factor: Items 7, 9, 11, 20, 24
Definition: A way of protecting the ego from the difficulties of life
Protective Factor Summary Data
Median
2
score
Average
3.2
score
Item #7: No matter how bad I’ve been feeling, volunteering helps me to forget
about it.
Sample
n=42
Rate of
Item
1
2
3
4
5
6
7
frequency
Range 3
2
7
5
4
10
9
Median
6
score
Average
4.83
score
Item #9: By volunteering, I feel less lonely.
Sample
n=42
Rate of
Item
1
2
3
4
5
6
7
frequency
Range 11
6
4
7
7
3
2
Median
3
score
Average
3.34
score
Item #11: Doing volunteer work relieves me of some of the guilt over being
more fortunate.
Sample
n=42
Rate of
Item
1
2
3
4
5
6
7
frequency Range 16
8
1
8
4
1
1
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Median
2
score
Average
2.67
score
Item #20: Volunteering helps me work through my own personal problems.
Sample
n=42
Rate of
Item
1
2
3
4
5
6
7
frequency Range 16
10
4
3
4
2
1
Median
2
score
Average
2.59
score
Item #24: Volunteering is a good escape from my own troubles.
Sample
n=42
Rate of
Item
1
2
3
4
5
6
7
frequency
Range 17
8
5
1
4
4
0
Median
2
score
Average
3.2
score
Values Factor: Items 3, 8, 16, 19, 22
Definition: A way to express ones altruistic and humanitarian values
Value Factor Summary Data
Median
7
score
Average
5.71
score
Item #3: I am concerned about those less fortunate than myself.
Sample
n=42
Rate of
Item
1
2
3
4
5
6
7
frequency
Range
1
0
8
2
2
8
25
Median
7
score
Average
2.58
score
Item #8: I am genuinely concerned about the particular group I am serving.
Sample
n=42
Rate of
Item
1
2
3
4
5
6
7
frequency
Range 1
0
0
1
0
8
31
Median
7
score
Average
6.59
score
Item #16: I feel compassion towards people in need.
Sample
n=42
Rate of
Item
1
2
3
4
5
6
7
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frequency
Range 0
1
1
1
1
3
31
Median
7
score
Average
6.56
score
Item #19: I feel it is important to help others
Sample
n=42
Rate of
Item
1
2
3
4
5
6
7
frequency
Range 1
0
0
1
0
7
31
Median
7
score
Average
6.51
score
Item #22: I can do something for a cause that is important to me.
Sample
n=42
Rate of
Item
1
2
3
4
5
6
7
frequency
Range 1
0
1
2
1
10
25
Median
7
score
Average
6.32
score
Career Factor: Items 1, 10, 15, 21, 28
Definition: A way to improve career prospects
Career Factor Summary Data
Median
1
score
Average
2.53
Score
Item #1: Volunteering can help me to get my foot in the door at a place where
I would like to work.
Sample
n=42
Rate of
Item
1
2
3
4
5
6
7
frequency
Range
2
6
4
2
2
1
4
Median
1
score
Average
2.58
score
Item #10: I can make new contacts that might help my business career.
Sample
n=42
Rate of
Item
1
2
3
4
5
6
7
frequency
Range 23
6
4
0
2
1
3
Median
1
score
Average
2.27
score
Item #15: Volunteering allows me to explore different career options.
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Sample
n=42
Rate of
Item
1
2
3
4
5
6
7
frequency
Range 21
4
5
1
1
2
5
Median
2
score
Average
2.67
score
Item #21: Volunteering will help me to succeed in my chosen profession.
Sample
n=42
Rate of
Item
1
2
3
4
5
6
7
frequency
Range 19
6
5
1
2
3
3
Median
2
score
Average
2.65
score
Item #28: Volunteering experience will look good on my resume.
Sample
n=42
Rate of
Item
1
2
3
4
5
6
7
frequency
Range 21
5
2
5
3
1
2
Median
1
score
Average
2.48
score
Social Factor: Items 2, 4, 6, 17, 23
Definition: A way to develop and strengthen social ties
Social Factor Data Summary
Median
4
score
Average
4.64
score
Item #2: My friends volunteer.
Sample
n=42
Rate of
Item
1
2
3
4
5
6
7
frequency
Range
7
8
10
3
5
2
4
Median
3
score
Average
3.42
score
Item #4: People who are close to me want me to volunteer.
Sample
n=42
Rate of
Item
1
2
3
4
5
6
7
frequency
Range
13
3
5
9
6
2
1
Median
3
score
Average
3.15
score
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Item #6: People I know share an interest in community service.
Sample
n=42
Rate of
Item
1
2
3
4
5
6
7
frequency
Range 2
2
1
4
7
11
13
Median
6
score
Average
5.46
score
Item #17: Others with whom I am close place a high value on community
service.
Sample
n=42
Rate of
Item
1
2
3
4
5
6
7
frequency
Range 3
7
2
4
7
7
10
Median
5
score
Average
7
score
Item #23: Volunteering is an important activity to the people that I know best.
Sample
n=42
Rate of
Item
1
2
3
4
5
6
7
frequency
Range 5
7
2
7
9
2
6
Median
4
score
Average
4.15
score
Understanding Factor: Items: 12, 14, 18, 25, 30
Definition: A way to gain knowledge, skills, and abilities
Understanding Factor Data Summary
Median
6
score
Average
5.2
Score
Item #12: I can learn more about the cause for which I am working.
Sample
n=42
Rate of
Item
1
2
3
4
5
6
7
frequency
Range 1
2
2
3
1
10
11
Median
6
score
Average
5.41
score
Item #14: Volunteering allows me to gain a new perspective on things.
Sample
n=42
Rate of
Item
1
2
3
4
5
6
7
frequency
Range 2
1
3
2
3
13
16
Median
6
score
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Average
5.68
score
Item # 18: Volunteering lets me learn through direct “hands-on” experience.
Sample
n=42
Rate of
Item
1
2
3
4
5
6
7
frequency
Range 3
1
2
6
1
12
15
Median score 6
Average
5.46
score
Item #25: I can learn how to deal with a variety of people.
Sample
n=42
Rate of
Item
1
2
3
4
5
6
7
frequency
Range 4
0
6
7
5
7
11
Median score 5
Average
4.9
score
Item #30: I can explore my strengths.
Sample
n=42
Rate of
Item
1
2
3
4
5
6
7
frequency
Range 4
3
2
7
9
7
7
Median
5
score
Average
4.73
score
Enhancement Factor: Items 5, 13, 26, 27, 29
Definition: A way to help the ego grow and develop
Enhancement Factor Summary Data
Median score 4
Average
3.67
score
Item #5: Volunteering makes me feel important.
Sample
n=42
Rate of
Item
1
2
3
4
5
6
7
frequency
Range
10
5
8
9
5
2
0
Median score 3
Average
3.10
score
Item #13: Volunteering increases my self-esteem.
Sample
n=42
Rate of
Item
1
2
3
4
5
6
7
frequency
Range 11
7
2
8
4
7
0
Median score 4
Average
3.3
score
Item #26: Volunteering makes me feel needed.
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Sample
n=42
Rate of
Item
1
2
3
4
5
frequency
Range 8
6
4
6
8
Median score 5
Average
3.83
score
Item #27: Volunteering makes me feel better about myself.
Sample
n=42
Rate of
Item
1
2
3
4
5
frequency
Range 7
7
6
4
10
Median score 4
Average
3.66
score
Item #29: Volunteering is a way to make new friends.
Sample
n=42
Rate of
Item
1
2
3
4
5
frequency
Range 5
3
6
5
8
Median score 5
Average
4.44
score

6
7

7
2

6
4

7
2

6
5

7
8
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Discussion, Implications, and Conclusions
The current study aimed to look at what motivated the UCC to volunteer in the
U4H partnerships. In the present study, the researcher investigated the following research
questions:
1. What motivational factors contribute to the reasons someone volunteers to work
with United4hope?
2. How do the individual’s reasons for volunteering fall into Clary’s Volunteer
Function Inventory?
3. What contributes to volunteer satisfaction, loyalty and ultimately retention?
Findings Based on Clary’s 30-Item Factors
Forty-two United4Hope Church Coordinators (UCCs) completed a Volunteer
Function Inventory (VFI). The VFI is a measure of a volunteer’s motivational function. It
was designed by Clary and Snyder, innovators of MDE. The 30-item questionnaire is
divided into six scales of five items each, scored using a 7-point Likert-type scale (where
one totally disagrees and seven totally agrees). The VFI directly addressed the research
questions noted earlier.
The 30-item analysis focused on two questions:
1. What does this mean to me, according to the literature review?
2. How is it useful for United4Hope?
As displayed in Tables 2 and 3, summary statistics were developed to arrive at a
measure of central tendency or location. The mean, median and mode are all valid
measures of central tendency, but under different conditions, some measures of central
tendency become more appropriate to use than others. The mode (rate of frequency) was
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used to analyze the breadth or narrowness of range. The median was applied because of
the potential of skewed distribution, particularly given that all participants came from a
faith-based initiative. The mean (listed as average) was used to check the data
distribution. Data were also analyzed to look for potential outliers within the 30 item
inventory.
Table 4
Item #1: Potential Employment
Item #1: Volunteering can help me to get my foot in the door at a place where I would like to
work.
Sample
n=42
Rate of
frequency
Median
score
Average
score

Item
Rate

1
2

2
6

3
4

4
2

5
2

6
1

7
4

1
2.58

Clary et al. (1998) ascertained that career motivation was negatively related to
retention. This reality is expected, given that volunteers motivated by values may seek
out organizations aligned with those values. In contrast, volunteers motivated by career
goals may volunteer until those goals are met and move on. As displayed in Table 4, U4H
volunteers are minimally interested in career advancement (median score: 1).
Nevertheless, this group may be interested in short-term, highly niched volunteering
opportunities. These opportunities could be termed episodic or reflexive.
Table 5
Item #2: Volunteering with Friends
Average
2.58
score
Item #2: My friends volunteer.
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Sample
Rate of
frequency
Median
score
Average
score

n=42
Item
Rate

1
7

2
8

3
10

4
3

5
5

6
2

7
4

3
3.42

Shye (2010) found that the opportunity to develop friendships and gain a sense of
belonging to a community is the most important motivation for volunteering for the
general population. In response, U4H could plan for friends to have concurrent schedules
for volunteering even though they may have different tasks assigned, as evidenced in
Table 5.
Table 6
Item #3: Concern for Less Unfortunate
Item #3: I am concerned about those less fortunate than myself.
Sample
n=42
Item
1
2
3
4
5
6
Rate of
Rate
1
0
8
2
2
8
frequency
Median
7
score
Average
2.58
score

7
25

Meijs (1997); Pearce (1993) stated that individual volunteers might take pride in
their volunteer organization to the extent that they feel that it meets its primary goals of
helping society and its members. Additionally, Janoski et al. (1998) and Sundeen (1992)
presented a values and attitudes model that focuses on the connection between
volunteering and an individual’s beliefs about civic participation or charitable
responsibility. In response, U4H could provide training in service that does not
undermine the integrity of those served but rather leverages their primary goal. As
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displayed in Table 6, close oversight should be in place because these volunteers can get
emotionally burdened by those they serve.
Table 7
Item #4: Desire of Close Ones
Item #4: People who are close to me want me to volunteer.
Sample
n=42
Item
1
2
3
4
5
6
Rate of
Rate
13
3
5
9
6
2
frequency
Median
3
score
Average
3.15
score

7
1

Ashforth and Mael (1989); Ellemers et al. (2004); Haslam and Ellemers (2005);
Hogg and Terry (2000); Tajfel and Turner (1979) maintained that people consider it
attractive to be included in groups and organizations that contribute positively to their
social identity. This phenomenon is demonstrated in Table 7. In response, U4H might
extend opportunities for affinity groups to participate in ways that recognize their social
identities -- for example, a garden club volunteering with students working in a school's
garden.
Table 8
Item #5: Self Importance
Item #5: Volunteering makes me feel important.
Sample
n=42
Item
1
2
3
4
Rate of
Rate
10
5
8
9
frequency
Median
3
score
Average
3.10
score

5
5

6
2

7
0
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Bowen and Lawler (1992, 1995) stated that volunteers want to feel like they are a
part of the organization, even though they are not ofﬁcial employees of the not-for-proﬁt.
In response, and as demonstrated in Table 8, U4H might establish an informal space
where volunteers can exchange experiences and knowledge. Volunteer input would
highlight their importance to the organization.
Table 9
Item #6: Serving My Community
Item #6: People I know share an interest in community service.
Sample
n=42
Item
1
2
3
4
5
6
Rate of
Rate
2
2
1
4
7
11
frequency
Median
6
score
Average
5.46
score

7
13

Omoto and Snyder (2002) emphasized an inclusive sense of community (beyond
geography) that involves cognitive, affective, and behavioral components. In addition,
they discussed and offered preliminary evidence of the potential positive benefits of
adopting a broad sense of community for individuals, organizations, and societies. For
example, U4H would develop the cohesiveness of a particular church community as it
serves its school partner. This cohesiveness would mature as the community learns about
the school, cares more deeply about the school, and then helps through appropriate action
steps. This need for cohesiveness is portrayed in Table 9.
Table 10
Item #7: Self Forgetfulness
Item #7: No matter how bad I’ve been feeling, volunteering helps me to forget about it.
Sample
n=42
Item
1
2
3
4
5
6
7
Rate of
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frequency
Median
score
Average
score

Rate

3

2

7

5

4

10

9

6
4.83

Piliavin and Charng (1990) identified self-oriented and other-oriented motivations
for volunteerism reminiscent of the distinction between egoistic and altruistic
motivation often made in the social psychological literature on helping (Batson, 1987,
1990). It appears, ironically, that volunteers motivated by more self-oriented concerns
may provide more significant benefits to others through their longer lengths of active
service. As shown in Table 10, U4H could leverage the longevity of this group of
volunteers because of their solid altruistic motives and their revitalizing effect on existing
members.
Table 11
Item #8: Genuine Concern
Item #8: I am genuinely concerned about the particular group I am serving.
Sample
n=42
Item
1
2
3
4
5
6
7
Rate of
Rate
1
0
0
1
0
8
31
frequency
Median
7
score
Average
6.59
score
Rosenberg and McCullough (1981) established that one’s belief that they are
needed or essential to others plays significance to the exemplar volunteer. U4H might tap
into this powerful value of concern for students and their teachers by providing them with
strategic opportunities for change and then provide data that tracks how their involvement
was essential for the well-being of the students and teachers. This plan of action
demonstrates consideration in Table 11.
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Table 12
Item #9: Feeling Included
Item #9: By volunteering, I feel less lonely.
Sample
n=42
Item
1
2
3
4
Rate of
Rate
11
6
4
7
frequency
Median
3
score
Average
3.34
score

5
7

6
3

7
2

Vecina and Chacon (2005) spoke of the “positive emotions” that volunteers can
feel when volunteering. Those emotions include pride, happiness, and enthusiasm for
belonging to the organizations they serve. As supported by Table 12, U4H could provide
opportunities for volunteers to self-reflect on the positive feelings resulting from their
involvement.
Table 13
Item #10: Potential Business Contacts
Item #10: I can make new contacts that might help my business career.
Sample
n=42
Item
1
2
3
4
5
6
7
Rate of
Rate
23
6
4
0
2
1
3
frequency
Median
1
score
Average
2.27
score
Houle et al. (2005) provided empirical evidence that suggests that matching
benefits with personal motivations results in positive volunteer outcomes. As reflected in
Table 13, U4H volunteers showed minimal interest in building their business careers
through volunteering (median score: 1). Possible involvement would be around one-time
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service opportunities, i.e., book drive, landscaping around the school, financial support,
or meeting an unplanned need. These tend to be reflexive opportunities.
Table 14
Item #11: Guilt Reduction
Item #11: Doing volunteer work relieves me of some of the guilt over being more fortunate.
Sample
n=42
Item
1
2
3
4
5
6
7
Rate of
Rate
16
8
1
8
4
1
1
frequency
Median
2
score
Average
2.67
score
Penner and Finkelstein (1998) demonstrated that a prosocial personality
orientation, including traits of “other-oriented empathy” and “helpfulness,” was related to
the length of service and time spent in volunteer activities. Interestingly, helpfulness was
associated with other positive personality characteristics such as dominance, selfefficacy, confidence, and feelings of competence. U4H volunteers showed minimal
interest in relieving the guilt (median score: 2), as reflected by Table 14.
Table 15
Item #12: Learning Opportunities
Item #12: I can learn more about the cause for which I am working.
Sample
n=42
Item
1
2
3
4
5
6
7
Rate of
Rate
1
2
2
3
1
10
11
frequency
Median
6
score
Average
5.41
score
Wisner, Stringfellow, Youngdahl, and Parker (2005) stated that the most effective
orientation and training processes link the volunteer's work to the fulﬁllment of the
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organization’s mission. For example and as supported by Table 15, U4H might provide
subject-specific workshops that would increase the competency and understanding of the
volunteer by establishing learning opportunities around issues and causes supported by
U4H, i.e., systemic racism, adverse childhood experiences, generational poverty, or lost
learning during an unplanned catastrophic incident.
Table 16
Item #13: Increased Self-Esteem
Item #13: Volunteering increases my self-esteem.
Sample
n=42
Item
1
2
3
4
Rate of
Rate
11
7
2
8
frequency
Median
4
score
Average
3.3
score

5
4

6
7

7
0

Newton et al. (2014) relayed that people motivated to volunteer to build their selfesteem (enhancement motives) were more likely to be retained, with higher
organizational commitment and intentions to stay. As exhibited by Table 16, U4H need
not overlook this group. They may require more time on the front end in discerning the
right fit of opportunity before they can be considered long-term. Interactions with staff
would be helpful. They need to know how they are making a difference utilizing a
quantitative format.
Table 17
Item #14: New Perspective
Item #14: Volunteering allows me to gain a new perspective on things.
Sample
n=42
Item
1
2
3
4
5
6
7
Rate of
Rate
2
1
3
2
3
13
16
frequency
Median
6
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score
Average
score

5.68

Paul and Anantharaman (2003) determined that organizations may want to stress
how volunteers personally benefit from their service rather than just underscoring how
their efforts help others. U4H could establish the organization’s interest in and
commitment to the volunteers’ growth collectively as individuals and the volunteer
workforce. Table 17 validates that this connection would allow for a synergetic
relationship between the individual’s growth and the organization’s growth.
Table 18
Item #15: Career Exploration
Item #15: Volunteering allows me to explore different career options.
Sample
n=42
Item
1
2
3
4
5
6
7
Rate of
Rate
21
4
5
1
1
2
5
frequency
Median
2
score
Average
2.67
score
Moreno-Jimenez and Villodres (2010) determined that motivation of a career
component predicted higher levels of cynicism, whereas understanding had the opposite
effect. As reflected by Table 18, U4H would need to provide context on how the tasks
presented to career-motivated volunteers tie into the organization's greater mission and
goals. Emphasizing an asset-based language would be a motivator as well.
Table 19
Item #16: Compassionate Feelings
Item #16: I feel compassion towards people in need.
Sample
n=42
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Rate of
frequency
Median
score
Average
score

Item
Rate

1
0

2
1

3
1

4
1

5
1

6
3

7
31

7
6.56

Omoto and Snyder (1995) studied a form of helping called obligated caregiving.
This form of helping is the ongoing assistance and sustained support provided by
volunteers. Table 19 supports the need for U4H to leverage the positive benefits of
obligated caregiving for high-need students: patience and stamina building, overcoming
hardship, and endurance testing. Additionally, allowance for independent and collective
emotional support and opportunities for reflection should be considered.
Table 20
Item #17: Service Value
Item #17: Others with whom I am close place a high value on community service.
Sample
n=42
Item
1
2
3
4
5
6
7
Rate of
Rate
3
7
2
4
7
7
10
frequency
Median
5
score
Average
7
score
Farmer and Fedor (2001) stressed forms of role investments that enhance the
volunteers’ contribution to the organization. It is not so much the sheer time spent in the
organization as what happens to volunteers while they are there that creates this effect.
This insight suggests that an organization would want to develop strategies to increase
volunteers’ self-commitment through their role investments by, for instance, providing
frequent opportunities for volunteers to take on new assignments (while supplying
inducements for doing so) and by allowing volunteers to represent the organization to the
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public whenever possible officially. As evidenced by Table 20, U4H could recognize this
role investment by enabling volunteers to champion the organization and self-promote
their involvement for recruitment purposes.
Table 21
Item #18: Hands-On Experience
Item # 18: Volunteering lets me learn through direct “hands-on” experience.
Sample
n=42
Item
1
2
3
4
5
6
7
Rate of
Rate
3
1
2
6
1
12
15
frequency
Median
6
score
Average
5.46
score
Clary et al., 1998; Clary, Snyder, Ridge, Miene, and Haugen (1994), proponents
of functional analysis, stated that people continue volunteering if the experience fulfills
their reasons for helping. Portrayed in the findings of Table 21, U4H might establish that
the same volunteer work (or “hands-on experience”) can serve different functions for
different individuals, and the reasons for helping can change over time. U4H should be
mindful of when a volunteer’s motivational function can vary because of age, stage in
life, or other circumstances.
Table 22
Item #19: Importance of Helping
Item #19: I feel it is important to help others.
Sample
n=42
Item
1
2
3
4
Rate of
Rate
1
0
0
1
frequency
Median
7
score
Average
6.51
score

5
0

6
7

7
31
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Wisner et al. (2005) emphasized the importance of encouraging volunteers to
reﬂect on their value to the organization and its clients. From an operations perspective
and as evidenced by Table 22, this finding suggests that opportunities for reﬂection may
need to be built into work processes. For example, U4H would need to implement
schemes such as job enrichment or job rotation to allow volunteers whose task is
somewhat removed from the organization’s clients to understand better the mission of the
organization and the importance of their help —providing opportunities for volunteers to
hear from the organization’s beneficiaries.
Table 23
Item #20: Well-Being
Item #20: Volunteering helps me work through my own personal problems.
Sample
n=42
Item
1
2
3
4
5
6
7
Rate of
Rate
16
10
4
3
4
2
1
frequency
Median
2
score
Average
2.59
score
Piliavin (2003) declared that helping others has many benefits for those who
provide the help. Table 23 validates this declaration. If nonprofit organizations wish
these volunteers to remain, there must be a focus on developing a commitment to
organizations. Additionally, if they want volunteers to feel positive about themselves and
their lives, they need to ensure they feel engaged in what they are doing. U4H would
need to attend to this group’s psychological well-being and organizational commitment
through communicating organizational values, objectives, and results.
Table 24
Item #21: Professional Success
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Item #21: Volunteering will help me to succeed in my chosen profession.
Sample
n=42
Item
1
2
3
4
5
6
7
Rate of
Rate
19
6
5
1
2
3
3
frequency
Median
2
score
Average
2.65
score
Wymer and Starnes (2001) indicated that a positive volunteer experience could
also be achieved when the volunteer experiences new learning opportunities with the
potential for personal or professional growth. U4H could embrace the ideas of Logue
(2001), who found that training not only helps volunteers work better but also helps
motivate them to donate time. There is no money to pay volunteers, "so we always have
to work on motivation . . . . Experience is the best way for volunteers to learn and stay
motivated”(p. 218). Table 24 reflects a lack of support for this desire for professional
success amongst our U4H coordinators.
Table 25
Item #22: Other-Oriented Empathy
Item #22: I can do something for a cause that is important to me.
Sample
n=42
Item
1
2
3
4
5
6
Rate of
Rate
1
0
1
2
1
10
frequency
Median
7
score
Average
6.32
score

7
25

Penner and Finkelstein (1998) created the volunteer personality model to suggest
that personality or dispositional variables motivate volunteer work. Penner and his
colleagues have demonstrated that a prosocial personality orientation, including traits
of “other-oriented empathy” and “helpfulness”(p. 525), is related to the length of service
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and time spent in volunteer activities. Table 25 reflects these findings. If U4H wishes
these volunteers to remain, then there must be a focus on developing a feeling of
commitment to organizations through strategies to communicate organizational values
and objectives and compiling a manual that provides guidelines for volunteer activities
that must be conducted.
Table 26
Item #23: Important Activity
Item #23: Volunteering is an important activity to the people that I know best.
Sample
n=42
Item
1
2
3
4
5
6
7
Rate of
Rate
5
7
2
7
9
2
6
frequency
Median
4
score
Average
4.15
score
Wisner et al. (2005) emphasized the role of social interaction during the work
process in driving volunteer satisfaction. This emphasis is exhibited in Table 26. U4H
could beneﬁt from paying attention to work design and job enrichment and provide
frequent opportunities for volunteers to take on new assignments or represent the
organization publicly. Volunteering becomes not what one does but who one is (Van
Dyne & Farmer, 2005).
Table 27
Item #24: Escape from Trouble
Item #24: Volunteering is a good escape from my own troubles.
Sample
n=42
Item
1
2
3
4
5
6
Rate of
Rate
17
8
5
1
4
4
frequency
Median
2
score
Average
2.58

7
0
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score
Ryan and Deci (2001) determined that psychological well-being is defined in
terms of fulfillment and a sense of purpose or meaning, “doing what is worth doing.” In
theory and practice, volunteers must experience a feeling of an engagement or an
energetic and effective connection with their work. Rather than seeing it as stressful and
demanding, they should view it as challenging, engaging, and enjoyable. Table 27
considers these claims. U4H would need to provide effective management strategies to
comfort and reassure volunteers and enhance their psychological well-being by ensuring
that volunteers have all the necessary resources and sufficient support and supervision.
Table 28
Item #25: Tolerance and Humility
Item #25: I can learn how to deal with a variety of people.
Sample
n=42
Item
1
2
3
4
5
Rate of
Rate
4
0
6
7
5
frequency
Median
5
score
Average
4.9
score

6
7

7
11

Beck and Sopp (1997) have emphasized the renewed appeal and significance of
volunteering to members of individualized societies. Promoters of this approach have
pointed to the fallacy of equating the complex process of individualization with only one
possible outcome, namely, a highly egoistic and asocial individual. Individualization is
not a threat to social relationships but a new condition under which such relationships
should be established. Table 28’s findings provide evidence to this claim. U4H would
also embrace the collective wisdom of Giddens, 1991; Keupp, 2001, who determined that
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the weakening of collective sources of determination forces individuals to redefine and
reestablish their life courses and social networks more actively and permanently.
Table 29
Item #26: Feeling Needed
Item #26: Volunteering makes me feel needed.
Sample
n=42
Item
1
2
3
4
Rate of
Rate
8
6
4
6
frequency
Median
5
score
Average
3.83
score

5
8

6
7

7
2

Piliavin and Siegl (2007) have demonstrated that a sense of “mattering” mediates
the effect of volunteering (vs. not volunteering). Mattering was defined as being otheroriented, with items indicating that respondents felt others were aware of them and relied
on them for support. Similarly, Thoits (2012) found that the effects of having a solid and
salient role identity as a volunteer were mediated by feeling a greater sense of purpose
and meaning in life and again by a sense of mattering. These studies suggest that feeling
good about one’s purpose in life – when that purpose is other-oriented – may
significantly contribute to physical and mental health. Table 29 reflects these studies.
U4H would benefit by establishing mechanisms to solve problems by soliciting feedback
from their volunteers, particularly those close to the ground and on the front line.
Table 30
Item #27: Feeling Better
Item #27: Volunteering makes me feel better about myself.
Sample
n=42
Item
1
2
3
4
5
6
Rate of
Rate
7
7
6
4
10
4
frequency
Median
4

7
2
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score
Average
score

3.66

Barsness et al. (2002) and Vroom (1964) discussed expectancy theory and argued
that people value the membership of an organization with high status and in which
they would be esteemed as individuals. Table 30 supports these findings. Therefore, U4H
could create ways to convey the anticipated respect of the volunteer when recruiting and
developing the volunteer role identity by providing service opportunities.
Table 31
Item #28: Resume Improvement
Item #28: Volunteering experience will look good on my resume.
Sample
n=42
Item
1
2
3
4
5
6
Rate of
Rate
21
5
2
5
3
1
frequency
Median
1
score
Average
2.48
score

7
2

According to Moreno‐Jiménez and Villodres (2010 p. 1798), volunteers with
extrinsic motivations (i.e., social, career) have expectations of added personal benefits;
thus, they might find their tasks less valuable, and therefore less satisfactory, and of less
value and interest (characteristics of cynicism in burnout). The following interventions in
this volunteer context would be (a) encourage intrinsic motivation in volunteers, (b)
improve relationships between volunteers and organizational staff, (c) try to manage the
time devoted to the organization better, (d) prevent emotional exhaustion, (e) improve
communication skills between participants, (f) reduce workload, and (g) promote a
perception of professional efficacy as displayed by Table 31, not a significant concern,
although consideration for U4H would define the parameters of the volunteers’
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engagement with specific tasks with a start and finish time. An example could be
volunteering as a reading partner to an elementary child for a semester of an academic
year. A child’s need is being met while the volunteer is meeting their personal goal.
Table 32
Item #29: Friend Acquisition
Item #29: Volunteering is a way to make new friends.
Sample
n=42
Item
1
2
3
4
5
Rate of
Rate
5
3
6
5
8
frequency
Median
5
score
Average
4.44
score

6
5

7
8

Thoits and Hewitt (2001) surmised that certain kinds of people volunteer their
time and effort to the community good, specifical people with socioeconomic resources
(i.e., education) and personality “goods” (i.e., happiness, self-esteem, low depression)
and who are socially integrated (i.e., active members of religious and other organized
community groups). Table 32 confirms this regard. Therefore, U4H would schedule
regional gatherings, town-hall meetings, and online discussion platforms related to the
mission/vision of the organization and pair up volunteers with those who have experience
with their partnering school and those who are brand new volunteers.
Table 33
Item #30: Strength Exploration
Item #30: I can explore my strengths.
Sample
n=42
Item
1
2
3
Rate of
Rate
4
3
2
frequency
Median
5
score
Average
4.73

4
7

5
9

6
7

7
7
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score
Omoto and Snyder (1995) concluded that it was not the humanitarian desire to do
good on behalf of others, nor concern for communities affected, that kept volunteers
involved. Instead, it appears that the opportunity to have personal, self-oriented, and
perhaps even selfish functions served by volunteering kept volunteers actively involved.
Table 33 substantiates these . U4H would leverage this exploration of strengths through
various personal skills inventories, assessments, and assigning the volunteer to multiple
tasks and experiences to identify and capitalize on those strengths.
Findings Based on Clary’s Six Motivational Functions
The 30 items of the VFI are a measure of motivational factors specific to
volunteers. Clary has classified these items into six motivational functions. These
motivational functions are listed in order of median score and an abbreviated version of
the findings.
Table 34
Summary Data of Motivational Functions
Motivational
Factor

Definition

Median
Score

Average
Score

Values Factor

a way to express one’s altruistic and
humanitarian values

7

5.71

Understanding
Factor

a way to gain knowledge, skills, and
abilities

6

5.2

Social Factor

a way to develop and strengthen social
ties

4

4.64

Enhancement
Factor

a way to help the ego grow and develop

4

3.67

Protective Factor

a way of protecting the ego from the
difficulties of life

2

3.2
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Career Factor

a way to improve career prospects

1

2.53

Based on the researcher’s findings, as portrayed in Table 34, the results indicate
that of the 42 UCCs, the most substantial motivational function is the values factor (a
way to express one’s altruistic and humanitarian values). The researcher’s findings are
consistent with other research studies, namely Chacon et al. (2017), where they reviewed
48 research studies and concluded that the values factor had the highest average, followed
by the understanding factor.
The understanding factor (a way to gain knowledge, skills, and abilities) had
equally convincing data, along with the social factor (a way to develop and strengthen
social ties). On the other hand, the enhancement factor (a way to help the ego grow and
develop), along with the career factor (a way to improve career prospects) and the
protective factor (a form of protecting the ego from the difficulties of life) received
minimal acknowledgment by the UCCs as a sustainable motivation for volunteering. In
general terms, this data suggests that UCC motivations are primarily other-focused rather
than inward-enhancing.
In line with the review of the literature, successful organizational volunteer
recruitment, satisfaction, and retention are tied to the volunteer’s ability to fulfill their
essential motive of values (a way to express one’s altruistic and humanitarian values).
United4Hope volunteers and their coordinators fully embrace U4H’s mission/vision: to
bring together Nashville area churches and public schools in an official partnership
capacity to see Nashville’s students thrive and their communities transformed. U4H
serves four primary roles: student support, staff encouragement, family engagements, and
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in-kind contributions. The primary focus of U4H is in supporting Metro Nashville Public
schools’ (MNPS) literacy and math initiatives and social emotions learning (SEL).
Value-driven volunteers (VDV) are motivated by a concern for those less
fortunate (item #3), a genuine concern about the particular group being served (item #8),
compassion for those in need (item #16), feeling the importance of helping others (item
#19), and doing something for a cause deemed necessary (item #22). These results build
on the existing evidence of Rosenberg and McCullough (1981), who established that
one’s belief that one is needed or essential to other people is what matters to the exemplar
volunteer. That “need to matter” accrued instrumental and socio-emotional rewards for
the prototypical volunteer, Smith (1981). Additionally, a volunteer role identity drives
ongoing volunteer actions. Thus, volunteering becomes not so much what one does but
who one is (Van Dyne & Farmer, 2005). Penner and Finkelstein (1998) concurred and
stated that motive strength did not correlate with time spent helping or length of service,
except when realizing a values motive. Not surprisingly, more substantial altruistic
concerns were associated with greater volunteer longevity.
There must be a direct link between the pride volunteers derive from an
organization and the respect those volunteers receive in practical terms. Boezeman and
Ellemers developed this theory. They argued that people’s pride in an organization grows
as they feel their involvement meets their intrinsic desire to help society and its members.
Tightening this link between pride and respect can happen in a myriad of ways.
Establishing each volunteer’s niche of concern and allowing each to serve in that capacity
communicates awareness and purposefulness by the organization. Arranging informal
meetings between the volunteers and clientele to hear from the organization's
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beneficiaries also honors their “need to matter,” conveying information about the
importance of volunteer work and expressing appreciation for the volunteers’ donation of
time and effort. Furthermore, ensuring that volunteers have all the information necessary
to function successfully also legitimizes their value.
Additionally, U4H volunteers and UCCs are motivated by a motivational
understanding function (a way to gain knowledge, skills, and abilities). Understandingdriven volunteers (UDV) are inspired by learning about the cause for which they are
working (item #12), gaining a new perspective on things (item #14), learning things
through direct hands-on experience (item #18), learning how to deal with a variety of
people (item #25), and exploring one’s strength (item #30).
These results build on the existing evidence of Cantor (1994); Lewin (1946);
Snyder and Ickes (1985); Carlo et al. (1991); Knight et al. (1994), who concluded that
volunteers’ motivations are compatible with psychological theorizing and research that
point to the fit or match of the person and the situation, rather than the person or the
opportunity alone, as the determinant of behavior.
Another aspect to consider is the social motivational factor (a way to develop and
strengthen social ties). Social-driven volunteers (SDV) are motivated by being with
friends who volunteer (item #2), being close to those people who want them to volunteer
(item #4), knowing people who share an interest in community service (item #6), being
close to people who place a high value on community service item #17) and realizing that
volunteering is an important activity to the people that they know best (item #30). This
social factor is essential for United4Hope because the UCCs direct and manage
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volunteers from their said congregation. Therefore, volunteers should be scheduled in
clustered times to see each other at the school.
These results build on the existing evidence of Ellemers (2001), Ellemers,
DeGilder and Haslam (2004), Tajfel and Turner (1979). Tyler and Blader (Tyler, 1999;
Tyler and Blader, 2000, 2001, 2002, 2003) asserted that people would become more
psychologically engaged with an organization to the extent that their membership
contributes to a positive social identity.
The research supports the implications related to the social-motivated volunteer
(SMV). Omoto and Snyder (2002) determined that sustained volunteer help could be
prolonged by connecting motivated volunteers with those they can eventually develop
friendships with, thus gaining access and connections to natural support networks. This
dynamic could allow volunteers to make relationships with other people, including
working in groups, being engaged in advisory committees/boards, and participating in
planning committees. Second, nonprofit organizations wishing to capitalize on
constructive volunteer feedback and optimize retention can do so by connecting
volunteers with each other, staff members, and clientele. Moreover, Harlos (2001),
Kassing (2000), and Milliken et al. (2003) recommended that an excellent first step is for
paid staff to ask themselves how open they are to volunteer ideas honestly.
Overall Summary from Data
In summary, Meyer (2003) and Van Dyne & Farmer (2004) argued that the
fulfillment of motives sustains volunteerism rather than their importance. Clary et al.
(1998); Clary, Snyder, Ridge, Miene, and Haugen (1994) affirmed that people continue
volunteering if the experience fulfills their reasons for helping. Clary and Snyder (1991);
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Clary et al. (1998) also predicted that people would remain as volunteers if they satisfy
the relevant motivations. This study solidly concurs with these conclusions.
In practical terms, building volunteer perspectives could happen in several ways.
U4H serves Metro Nashville Public Schools, where the student population represents 127
languages and people groups. Offering cultural and anthropological education and
experiences would increase UCC's cultural competency. Also, providing continuing
education opportunities in adverse childhood experiences, social-emotional learning, and
restorative practices would do the same. Offering training in implicit bias and cultural
humility or conducting a poverty simulation would require the group to work together by
posing questions or reflections. Also, giving the big picture and how volunteers fit in that
context would be helpful. Because practitioners want to learn through hands-on
experience, a diverse offering of opportunities could match volunteer motivation and
passion, whether marketplace skill sets, self-interest areas, or hobbies.
Conclusion
This research examined how a volunteer’s ability to fulfill their essential motives
allows for success in volunteer recruitment, satisfaction, and retention. In the current
study, the researcher investigated the following research questions:
1. What motivational factors contribute to the reasons someone volunteers to work
with United4hope?
2. How do the individual’s reasons for volunteering fall into Clary’s Volunteer
Function Inventory?
3. What contributes to volunteer satisfaction, loyalty and ultimately retention?
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Based on a quantitative analysis of essential volunteer motives, it can be
concluded that values (a way to express one’s altruistic and humanitarian values) and
understanding (a way to gain knowledge, skills, and abilities) factors are the target
motivators for United4Hope volunteers and their church coordinators.
Prompted by the researcher’s desire to understand and solve the challenge of
sustaining volunteers within the context of United4Hope, other researchers in the field
were considered. Researchers have studied multiple factors that affect the behaviors of
volunteers -- whether their willingness to help, their satisfaction, their social and
emotional needs, or their career needs. However, without question, one of the most
studied variables is volunteer motivation.
According to Chacon et al. (2007) and Omoto and Snyder (1995), the research
conducted has revealed the particular relevance of motivations as the critical factor in the
initiation and duration of volunteer service. Through the years, different methods have
been used to ascertain volunteer motivations. The researcher chose the volunteer
functions inventory (VFI) (Clary et al., 1998) to review United4Hope Church
Coordinators systematically. The VFI is the most widely used instrument, and as stated
by Gage and Thapa (2012), the VFI has become “… the standard instrument to assess
volunteer motivation.”
The results indicate that of the 42 UCCs, the most substantial motivation factor is
the values factor (a way to express one’s altruistic and humanitarian values). The
understanding factor (a way to gain knowledge, skills, and abilities) had equally
substantiated data, along with the social factor (a way to develop and strengthen social
ties). On the other hand, the enhancement factor (a way to help the ego grow and
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develop), along with the career factor (a way to improve career prospects) and the
protective factor (a form of protecting the ego from the difficulties of life), received
minimal acknowledgment by the UCCs as a sustainable motivation for volunteering. In
general terms, this data suggests that UCC motivations are primarily other-focused rather
than inward-enhancing. Furthermore, according to Thoits and Hewitt (2001), people with
greater wellbeing (a quality of those who are other-focused) invest more hours in
volunteer service work, and volunteer work promotes positive well-being.
Moreno‐Jiménez, M. P., and Villodres, M. C. H. (2010)’s research was
confirmed. Volunteers with extrinsic motivations (i.e., social, career) have expectations
of added personal benefits; thus, they might find their tasks less helpful, less satisfactory,
and of less value and interest (characteristics of cynicism in burnout). Conversely,
intrinsically motivated volunteers (i.e., values, understanding) find more meaning and
purpose in the activities they perform and are less cynical, therefore experiencing lower
levels of burnout.
The median scores of the values factor (7) and the understanding factor (6) point
to volunteers who are intrinsically motivated and find meaning in the activities they
perform. Implications for U4H are as follows: provide training and learning
opportunities, offer venues to change and data to support their influence, address and
support obligated caregiving, schedule job rotations, highlight its mission/vision, give the
rationale for work, allow for diverse opportunities and capitalize on volunteer strengths.
Although not a primary motivator, the social factor (a way to develop and strengthen
social ties) with a median score of 4 is not to be ignored. U4H can also include
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developing concurrent schedules for friends, setting up affinity groups, building
partnership cohesiveness, increasing role investments, and attending to work design.
Volunteer longevity of service can be improved by offering learning and
development opportunities. Haski-Leventhal and Bargal (2008) supposed that those
opportunities could be positioned as instruction and formal training. Cuskelly et al.
(2006) concurred by offering that the training and support should be similar to the
organization’s human resource practices. Ng et al. (2006) and Chew and Chan (2008)
agreed and pushed for higher learning and development opportunities. Skoglund (2006)
saw the long-range benefits of learning opportunities in that volunteers often felt valued
and more socially supported when offered training.
This research has contributed to affirming the knowledge in the field of retention
of volunteers. In particular, it addressed the motivation of volunteers within the faithbased community. Tenets within the Christian faith intersect with the “other-focused”
motivational factors of the VFI, namely values, understanding, and to a lesser degree,
social. Okun et al. (2014) concurred with this intersection when they stated that
religiosity and the key “other-oriented” motivation of value expression are positively
associated, suggesting that religious organizations may be a valuable source of reliable
volunteers. Clary et al. and Stukas et al. (2009) added that making the personenvironment match, a reality will predict greater satisfaction and continued intentions to
volunteer. Also, the research of Clary et al. (1998) and Stukas et al. (2009) confirmed that
volunteers are happier and intend to continue to the extent that they can satisfy their goals
in the activity selected or assigned. Furthermore, according to Thoits, and Hewitt (2001),
people with greater well-being invest more hours in volunteer service work, and
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volunteer work promotes positive well-being. This study supports this dynamic: a
positive cycle of selection and social causation processes.
In conclusion, leaders of volunteers who desire to have deeply committed
volunteers who serve with longevity must identify the key motivational factors of their
volunteers as a foundational block to their volunteer program. Secondly, based on the
motivational function of these volunteers, leaders must create an experience and a culture
that interconnects with their motivational function so that they might flourish.
Limitations of the Study
As noted in this research study, the Volunteer Function Inventory (VFI) is a
highly respected tool. However, considering there are no definitions for 2 through 6,
using a Likert scale ranging from 1 to 7 may be too large of a span and too vague for
respondents to enter information accurately. Therefore, definitions should be assigned to
the values of 2-6. A few respondents did ask which value had the strongest positive
response, the one or the seven.
Also, the language utilized in some of the descriptors of the 30-item VFI is dated.
Some of the terms could prove to be offensive to some subjects. For example, the word
“less fortunate” was used. The current practice is to be more asset-based in one’s
language.
There is a lack of sample diversity. The subjects of this study are people from the
faith community, which could potentially cause some self-report challenges. Subjects
may answer in a disingenuous way. For example, there may be the understanding that
there is only one correct answer if one is a person of faith. There could be an internal
embarrassment if the participant expressed their true feelings.
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The scope of this study was limited to UCCs, so its findings cannot be
generalized. Responses could be affected by the generation of the subjects. Baby
Boomers view things differently than Gen X or Gen Y. Furthermore, the size of the
congregation can be affected or how the partnering school desires to use their partnering
church.
Although caution was exercised to ensure the investigator did not bring undue
personal bias to his interpretation of the findings, it could not be avoided entirely without
direct supervision during the data collection process.
Recommendations for Further Study
Motivated by these limitations, future research can be recommended. A follow-up
survey needs to be created to ensure that U4H meets the needs of the UCC’s primary
motivational functions: values and understanding, along with social. Also, evidence
needs to be gathered to determine whether or not the UCC’s perceptions are generally
consistent with those of U4H volunteers. In addition, other motives for volunteerism
outside of Clary’s six (values, understanding, social, enhancement, protective, career)
need to be considered. Lastly, leadership research needs to be incorporated into this
framework to understand what type of leaders volunteers follow. More specifically, these
recommendations are stated as follows:
•

Conduct a second survey that would include the volunteer experience of the
U4H Church Coordinator (UCC). Additionally, have questions that suggest
the outcome of the UCC’s volunteer experience. This research could be
addressed through Clay and Snyder’s Part 2 to their volunteering function
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inventory (VFI) with an additional 17 items related to the volunteering
outcomes.
•

Administer a survey to the volunteers who are being led and managed by the
U4H Church Coordinators (UCC). It should gather data on the volunteers’
motivations and their experiences as a volunteer.

•

Conduct further surveys to determine if U4H recruitment, training, and
retention strategies align with the volunteer motivations.

•

Consider providing a self-report to volunteers who have exited from their
volunteer role to see if this resulted from a mismatch with their motivational
function.

•

Introduce future studies to consider additional variables such as gender, age,
ethnicity, and socioeconomic status concerning the motivational function.

•

Future study needs to occur to arrive at if UCC’s are experiencing fulfillment
in realizing those motives.
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Appendix A
Volunteer Function Inventory
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Appendix B
Email Invitation to United4Hope

Coordinators

to Participate in Survey

Dear United4Hope Coordinator

We are so grateful for your service to your church as a United4Hope coordinator. This
work could not happen without people like you who are so dedicated to your church
and the children being served by Metro Nashville Public School. We are always
desirous of learning more about our volunteer coordinators. And in this case, what
motivates you to serve.

We invite you to participate in a research study conducted by Stan Weber as part
of his thesis in the Masters of Education, Organization Leadership and
Communication Program at Belmont University. His faculty advisor is Dr. Mark
Hogan, Professor of Education, School of Education.
The purpose of this study is to investigate the individual and organizational factors that
promote volunteer sustainability and intention to remain. You are eligible to participate
in this study as a church partner volunteer coordinator. Your participation will aid us in
our understanding of sustaining this volunteer movement. We will ask you to
complete a survey, which will take approximately 15 minutes. The survey contains 30
questions about motivations to volunteer. Your responses will be anonymous and
confidential. Please do not write any identifying information (your name, address,
church affiliation, name of the school, etc.) on your survey.
Your participation in this student is entirely voluntary. If you choose to
participate, you may decide to discontinue participation at any time and you may
choose any of the survey questions that you do not wish to answer. Your
completion of the survey and returning it to the investigator indicates your
consent to participate in this study. Please feel free to contact me at
stan.weber@operationandrew.org or 615.830.9696 If you have any questions.
Sincerely,
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Stan Weber
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